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1 August 1951 


MEMORANDUM FOR* 


^puty Dire^tor/Plana 
Deputy Director/Administration 
|r‘*3Sistant Director (Personnel) 
*iS3istant Director* OFC 
Assistant Director* 

Assistant Director* 

Assistant Director* 

Assistant Director* 

Assistant Director* 

Assistant Director* 

Assistant Director* 

Assistant Director* 


050 
00 
0CD 
0RR 
ONE 
02C 
0CI 

051 


FROM: 

SUBJECT: 


Director of Training 


A Program for the Establishment of a Career 
Corps in CIA 


3.o The enclosed report has bean approved in principle by 
ths Director of Central Intelligence and the Assistant Director 
(Personnel) „ 


to You are requested to read it and comment on it ? 
any changes or additions as soon as possible* and preferably 
lazier than 29 August 1951° 


3o A number of copies are enclosed* in order that you may 
circulate it among your senior staff for discu ssion-^ Additional 
copies are available in the Office of Training! 


25X 


FOR THE DIRECTOR OP TRAINING* 


25X 



iptrcy 
Office of Training 


i 
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2k July 1951 


MEMORANDUM FORi The Director, CIA 

FROM : Assistant Dire at or 

SUBJECT r "Jphoposal for the Establishmnt of « 

Career Corps 


lo I haws reviewed this proposal c submitted to you 
3 July 1951 by the Director of Training and have discussed 
the plan, in general, with hia 0 

to There is considerable detail on the plan that will 
require the most closely defined coordination between Per- 
sonnel and Training but, I an confident that this can be 
worked out between the two offices without any difficulty o 

3c Also, the Career Management Program, covered by 
Appendix I, is an essential element of the overall plan but 
will need mors dsvelopaantal study which I am sure can be accom- 
plished as the initial phases of the survey get underway. 
Because the Agency is generally understaffed new and in 
order to gain the essential cooperation of the Assistant 
Directors, I suggest that rotation of the present Agency 
employees selected for the Career Corps be delayed until 
operating offices are nearer to their table of organiza- 
tion goals o 

iio I am in heartv accord with the proposal, subject 
to the above minor qualifications in timing, and recommend 
that you approve the plan in principle o 


/a/ F 0 Trubee Davison 
Fo TRUBEE DAVISON 


1st Indorsement 


TOs General Davison 

lo* I do so approve f 


/s/ Wo Bo So 
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memorandum mtu 

PROM g 

SUBJECT 8 


Dir ©.star of Central Intelligence 

Director of Training 

A Proposal to Establish and Implement a 
Caraar Corps Program in CIA 


% July 1951 



lo Slnoa its inception six months ago today, the Office «f TV*irHno 

i^trueUcE. 

* ahaea }<> £ * Career Corpo 0 The formulation of a plan for 

pr0g 2* ** Pite nore «“■ * aix^aonths attack by 
eU f fo However* the resent ness release on the Agency Career 
Cofeps Program lapels me to submit herewith the plan as now deveSoed 
with probable imperfections which a later sutalLlon might have S&natedo 

2 0 The plan nets upon two basic asmuaptionas 

. . Ultimately the quality of cur personnel will depend upon 

S ^® <8X ^ ita ® nt at the junior level* but the Career 
wrpa itself could not and should not be recruited fTcxa without 
tha Agency* hit rather should be selected f*ora those employees 
who have demonstrated their ability through a period of service 

m wiM) A^fjncy c. 

in f0r * Car * er Corps* to be successltel* must be 
integi ated with a career management program for the Agency 0 

As a corollary to assumption <b) there is also submitted herewith the 

rvS™ 8e i! P2JUI ° f Agency-wide Career Management* into which the Career 
Corps program must itself be integrated. 

3o Career Management and many phases of the Career Corps proposal 
are properly the responsibility of Personnel. If this plan is approved 
la whole or in part* I recommend that the Director of Personnel be made 
responsible for implementing those portions of the plan that are 
properly functions of his Office 0 He will* of coarse* have the whole® 
hearted support of the Office of Training 0 

Uo - cannot emphasise too strongly that a sins qua non to the 
successful execution of a plan of this type is the^uEqSifiSd support 
or the Director of Central Intelligence and his Assistant Dctreoterso 
Our study of the subject indicates that Personnel and Management have 
advanced similar proposals for career development in the past but that 
former Dire@tcrs failed to give them implementing support o 

Distributions 
Addresses 
DJDCX 
DBA 
DDP 

I&SO 
Perec 


MATTHEW BAIRD 
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MEMORANDUM VO&t 
FROM « 
SUBJECT g 


Diroe tar of Control Inte lligenc e 

Director of Training 

A Proposal to Establish and Implement a 
Caroor Corps Program in CIA 


3 July 1951 


t 



lo Slneo its inception six months ago today, the Office of Training,, 
in co^liance with your verbal Instructions, has given priority to planning 
for the establishment of a Career Corpse The formulation of a plan for 
80 f 1 A g«ncy~*ide program write more than a six-months attack by 

my limited st&ffo However, the recent news release on the Agency Career 
Carps Program impels me to submit herewith the plan as new developed, 
with probable imperfections which a later submission might have e liadnated o 

2 0 The plan rests upon two basic assumptions (t 

«o Ultimately the quality of our personnel will depend upon 
highly selective recruitment at the junior level, but the Career 
Corps itself could not and should not be recruited from without 
tho Agency @ bxt rather should be selected from those eaployees 
who have demonstrated their ability through a period of service 
in the Agency, 


bo A program for a Career Carps, to be successful, mast be 
integrated with a career management program for the Agency 0 

As a corollary to assumption (b) there is also submitted herewith the 
propose i plan of Agency-wide Career Management, into which the Career 
Corps program must itself be integrated. 


3o Career Management and many phases of the Career Corps proposal 
are properly the responsibility of Personnel,, If this plan is approved 
in wfaols or in part, I recommend that the Director of Personnel be made 
responsible for implementing those portions of the plan that are 
proper! f functions of his Office 0 He will, of course, have the whole- 
hearted support of the Office of Training , 


ho 2 cannot emphasise too strongly that a sin s qua non to the 
successful execution of a plan of this type is the unqualilied support 
of the Dir<s©tcr of Central Intelligence and his Assistant Directors 0 
Our study of the subject indicates that Personnel and Management have 
advanced siuailar proposals for career development in the past but that 
former Diroe ters failed to give them implementing supports 


MATTHEW BAIRD 
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GLOSSARY 


Certain terms used in a restricted or unusual way a re 
defined below: 

f- 

Applicant 

" A young man or woman who wishes 
to become a professional trainee*, 
and eventually a careerist*, and 
has been recommended by a contact 
or Personnel Procurement 0 


Basic Training 

° A course in general intelligence 
at the CIA level*, together with 
language and other instruction*, 
designed to prepare a professional 
trainee for work in CIA 0 


Candidate 

<= An employee of two yeare standing 
who wishes to enter the Caress’ 

Corps o 

• 

Career Corps 

*=> Employees who have bean s 8 lasted 
for rotation and training in 
preparation for positions of 
great responsibility*, and thoa® 
who hold such positions „ 


Career Management 
Program 

= The program of selection of 
careerists*, and their subsequent 
training and advancement 


CIA Intelligence 
School 

« The school offering intelligene® 
courses g from Basic 1 raining t@ 
the National Intelligence' Course » 


Contact 

=> A consultant in an educational 
institution who guides and reeosamendg 
applicants o Contacts will be establish^ 
ed in the separation ©enters of the 

Armed Forces for the same purpose 0 

b , 

* 

Generalist 

<= A member of the career corps whoso 
aptitude* and interests justify 
extensive training and rotation in 
and out of the Agency*, to prepare 
him for Agency-wid© jobs and other 
positions of great responsibility 0 

• 


vi 
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gene© Course 

= a ixnsx course xor esu ■©© rxa &s 
devoted primarily to research in 
seminar's on actual intelligence 
problems o 

#• 

Professional Trainee 

® A young mm or woman of high 
potential selected for Basis 

Training and plm&mnt in CXAo 

- 

Specialist 

=» A member of the Career Corps whose 
excellent® in a particular field 
or office indicates that his 
training and rotation should tea 
directed toward improving' his 
work in his specialty o 


draining Slot 

=■ A T/O position established above 
the normal T/0 of an Offic® y 
designed to facilitate initial 
placement of professional trainee® 
and rotation ©f careerists 

• 


* 

'i 

• 
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SELECTION CRITERIA FOR 
PROFESSIONAL TRAINEE 


SUPERIOR IN: 
Intelligence 
Psychological 
characteristics 
Interests 
Performance 
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V. 

SELECTION OF CAREER CORPS 
BY CAREER MANAGEMENT STAFF 
O/P 


VI AND VII 

TRAINING AND ROTATION 
OF GENERALISTS BY O/TR 
AND O/P AND SPECIALISTS 
BY O/TR, O/P, AND A/D’s 


NOTE: THESE ARE POSSIBLE PROGRAMS OF TRAINING 
AND ROTATIONS. SINCE EVERY PROGRAM WILL 
BE DESIGNED FOR THE INDIVIDUAL CONCERNED , 
THERE WILL OBVIOUSLY BE MANY VARIATIONS. 


EXCELLENT 
APPRAISAL BY 
SUPERVISOR 


ICANDIDATE NOT| 
APPRAISED EX- 
CELLENT WHO 
WISHES TO BE 
EVALUATED 
(Through 1953 
Only) 


FAVORABLE 
TESTING AND 
EVALUATION 


BOARD OF 
i EXAMINATIONS 
AND REVIEW 


^ SPECIALIST ^ ^ 


DUTY WITH 
ARMY, NAVY 
AIR, STATE 


CIA SCHOOL 
NATIONAL , 
INTELLIGENCE 
UNIVERSITY LEVEL 


CIA INTELLI- . 
|GENCE SCHOOL 
.REFRESHER 
COURSE 


CIA SCHOOL ! 

NATIONAL 
INTELLIGENCE 
UNIVERSITY LEVEL 


RETURN TO OFFICE 
DIVISION CHIEF 
DAD, AD, ETC. 


25X1 /f 


NOTE: A SPECIALIST MAY BECOME A GENERALIST 
AT ANY STAGE IN HIS CAREER, IF HE SO 
WISHES AND IF THE BOARD OF EXAMINA - 
TION AND REVIEW SO DECIDES. 
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INTRODUCTION 

* •rnmmmm meg 


intention of establishing a Career Corps within the 
CIA was succinctly stated by General Smith as follows t 


I am trying to build up a corps of well qualified nan 
here who are interested in making & career with the 
Central Intelligence Agency* To effect this* I recent^ 
ly established a training section which functions - as 
atach as I dislike the term «• as a sort of career manag e^ 
sent officoo* 


Walter Bsdell Smith 
To Hon* John McGloy 
17 March 1951 


The Office of Training has studied the problem of ©@® 
tablishing a Career Corps from various angles*, and has 
consulted experts in career management outside the Agency* 
well as experienced executives within the Agency 0 

The problem involves recruitment of extremely able 
young men and women from outside the Agency # selection as 
ctureeristgr of the most able people already in the Agency s 
and improvement of the value of members of the Career Corps 
tt» the Agency by training# rotation and other experiences* 

A system of career benefits and security must be established 
for careerists* The recommendations made in this report 
ai-a centered around annual evaluation intended to uncover 
the most able people available* 

toly people wit h at least two years of service in the 
A gency are nsre consign r- ^^"STTH’EIeto bee ome TSSaTO^ ’ 

1 ■ i m — *TI‘" ■ nnimlmi 

Certain problems are closely connected with the matters 
discussed here# but have been given only passing attention 
at this time# because they are subsidiary to the main problem 0 
0 n e is the establishment of career benefits and security 
(Appendix R) c Another is the proper use of military personnel 
art duty with the Agency# not only from the point of view of 
their maximum -utilisation by us# but also of their own 
professional improvement (Appendix 0) o 


x 

SECRET 

Approved For Release 2001/11/16 : CIA-RDP78-03087A0001 0001 0003-0 

_ : . .. _ i mjjfcl III.. .. 




Approved For Release 2001/11/16 : CIA-RDP78-03087A0001 0001 0003-0 

SECRET 


THE PROBLEM 

***** i imm mmm 


Ao To device a plan to selest, reeruit* and train young men 
and women of great promise, and to plase thorn in the Agency 
idiere they will be of the greatest use® 

Bo To devise a method of identifying those employees of the 
Agency who have the highest potential for iXirther develop- 
ment! to train and rotate them within and outsid® the Agency 
in eruch a way that they will develop the greatest useful* 
ness to the Agency* and to place them in the most ia»or= 
tant positions o 

(J 0 To provide the training necessary to implement A and Bo 

D« To coordinate A, B and C 0 


DISCUSSION 


The problem is discussed under the headings? 2 


Io Criteria for Selection of Profe ssional Trainees o 
Minimum qualitative criteria are^steClIahea’in 
terms of education, leadership, personality and 
health a Specific criteria are established on the 
basis of the present needs of the Agency, in %mrm 
of education, specialisation^ research and ©xperiencso 


^” c ggcruitraent ^of Professional Train ees Q Recruitment on 
the basis of the genarar^^^^Tfic criteria should 
bring into the Agency a continuous flow of young men 
and women, of whoa many will prove to be able specialists, 
and a few will eventually develop into generalists capable 
of filling high executive positions,. 

Contacts will be established as* paid consultants, 
initially in $0 quality universities and colleges „ They 
win identity, guide, and nominate in the last year of 
8 tudy the most promising graduate students and under* 
graduates o 



xi 
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Students will be rceomse: ndsd fiw other college® 
Personnel Procurement c 

contacts will bo established in the separation 
©enters of the Armed Forces to Idmfdfy and interest 
able young man and woman* 

Thosa recommended will be tested leoeXly* and the 
b@st will be brought to Washington for assessment and 
intervlsvuo The Offices of Training and Personnel wtl) 
op©rats the contacts jointly and the Pay&hol c»gical 
Stalx win supervise the tasting mid conduct the tuattaa-- 


is already established to provide profess, lata 1 
tralnms with the Rseeeeazy skills and knowledge to enable' 
t,a ® sa to enter an office with general oompetenm in intelXl® 
gemcsj, and to mkn the nost of on^tho^job trainings 
{-,-k eoon a® po^aiblQa basic training should ba given all 
*«w professional employees,, } 

A,I,1 trainees will taka a i2=>-w§sks course dasignad 
to -teach them the fundamental* of intelligence md &£ 
w® Russian language, and to improve reading speed 
and writing skill* * 

Trainees will b© subjected to a running evaluation 
throughout their basic training* 


Qo the basis of assessment and evaluation 
trsdnses jiU be pissed in the of flams j either in rego!?* 

°* ^*. an appropriate number of training slot* is bo 
sstablishad an each office on the basis of auihurl&ad Table 
strength,. The Director® of Training and 
Psrsonnel wiU jointly detoneine the placement In consult© -aon 
-ath the Assistant Directors, and will authorial placement 
m trainees in olfioe training slots* 


. J|..£gJ 3 ®Ejg£e|o Supervisors will emlu«t« 
amiual.ly all person^, p GS p through GS-13 a who have 


•5EGE2ST 
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hem with the Agency a minimus of two yeare 8 and who 
are under hO (US for th® first yaar of the program )<> 

Those who stand oat will be test«d 8 as will ether 
pioyees in this category «ho wish to compote for 
Career Corps selection „ Each year 9 the best candidates 
will be selected as members of th© Career Corpse which 
will consist of specialists 0 whose capacities and in® 
terests indicate that they are superior within their of ilea® 
and should stay there ^ and of generalists a whose eap&eitles 
and interests indicate that they are eapable of filling 
Jgancyewide positions <, 


Training of Career Corps Spe cialists will bo designed 
to increase their competence within their offices 0 
It will consist of advanced intelligence courses ; area 
and language study; scientific * economic and technical 
study % rotation within the Agency; and tray©l®®alX 
to be arranged in and out of the Agency by th® Office 
of Training in consultation with th® Office of Personnel 
and the Assistant Director concerned*, 


m 0 Training of Career Corps Generalist® will b© designed 
lo "increase We^readiaTSS^i^eSSncai of the individual 
in the Agency as & whole a rather than to deepen his 
spiei&lissd skill o It will consist primarily of study 
in the National Intelligence Course wiiish is now being 
established and other high-level SerrLe'8 and .governmental 
courses ; and rotation throughout the Agency and outside 
the Agsncyo The ultimata purpose of th® training will 
be to preate&ce a Director ©f Central latelligenoeo 

Mutters of detail are discussed in the appendices 0 

Tiie clseuasion is expanded in the next section,. 


RECOMMENDATIONS 


That you approve the report in g«nera5L 

That you authorize the Bixeetore of Training 
to carry out detailed implementation,. 
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DISCUSSION 


I- SELECTION CRITERIA FOR PimOT.SSTnMAT. 'fftATURRR 


* 


^ 9 * 



Our problem Is to select able and versa.tiSis youivg 
people who will fit into severe! office# of the &g mi$- p 
end to construct e program of train ! ng and r©tatl©& 
that will dgj|^>p their eapabiliti®** to the utnset- 
Through th«^| Training Slots allotte d to tea Offioe 

®f Training s we will bring in annual3y^HHHp^e»3l&»!#.2 25X! 

trainees who meet the general and spoe?ri^cr?tftria. A 
professional trainee is a young men or woman Who appears 
to have a great ability and premise^ wi shes te msfeg *, 
eareer in CIA S and is reselling basis training . 

A o General Minimum Crite r ia for Sele^tisgii 

A bachelor" s degree from « good institutions 
with very high standing (from upper i /% to i/lfr c £ 
glass depending on institution end other fat ft**# --- 
a wtdioore ursdsrgr&du&t© record will be disregavde-d 
only if the applicant has subsequently shown brilliant* 
in graduate sohool 9 in the services a or- in ©iner 
fields) s skill in a language of immediate utility^ 
or proven language learning facility j, tiaaonstrated 
by successful study of two languages 9 or stu^F ef 
om beyond the elementary level; evidence of le&cfer- 
ship and breadth shown by participation in ncn-acadaals 
pursuits; good personality e especially taefcj sound 
health and morals % previous military service 9 &t 
willingness to enter service at our direction; soundly 
motivated dasire to make a career of CIA; willingness 
to accept anonymity o In the case of an unusually 
well qualified person*, exception may be made t© th^s® 
requirements 0 

Bo N egati ve Cr iteria 

— rrff- Tfi i«i t ti ii wi i i w ie r n nm iti ■ i , 

We do not want as professional trainees peopl® 
with; poor academic records % excellent academic 
records and nothing else; physical defects serious 
enough to be a handicap in overt work; more than the 
most miner emotional defects; a record of failure in 
language study; unwillingness to go overseas $ unsound 
motivation 9 


- 1 ~ 
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The Agency will no doubt properly continue to employ 
as peel alls is people who moat thus# mgative rath©? than 
the positive ©riteri&o If they are successful, they m,y 
be selected as careerists by the procedures da sort bod in ¥ 



(Figures based on Agency needs and on infers 
Bi&tion supplied by Assistant Directors <, 5 


Out of any group of 100 trainees* there should 
b© about; 


38 College graduates 


5 Engineers g with some experience i n 
production 


? Ll o B 0 G Sj, preferably with undergraduate 
majors in Soeial Sciences, Area Studies, 
or International Relations o A few 
should be administrators o 


50 PhoO o' : 's or graduate students who haw 

not ©csopleted the Ph 0 D 0g but have pro- 
gressed far enough so that they have 
actual research training and experieneeo 

These figures are intended only as a guide te 
selection and recruiteant s end should ngt be regarded 
as « Table of Organisation 0 A first-rate man must 
net foe excluded because his category is full, nor 
my a second* rotor 'be brought in merely to fill, a 
sloto The figures should h® continuously revised 
in the light of jab descriptions for current vacancies*, 
(A mere detailed breakdown is given in Appendix A c ) 


«• 2 ... 
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II* RECRUITMENT OF PROFESSIONAL TRAINEES 


The chief problem in recruitment is to choose from 
among the many applicants who will meet the selection 
criteria those whose less tangible qualities justify high 
expectations of success in the Agency* 

Ao University Contacts 

A CIA contact will be established in each of a 
selected group of about 50 universities and colleges 
(listed in Appendix B) p The contact will be reim= 
buraed as a consultant at the rate of $25,00 « day 
for ten days a year,, so that he will give more than 
casual attention to the problem© Handling the 
contacts and other matters connected with this program 
will afc first require a major part of the time of 
members of the Offices of Personnel and Training,, 

Contacts should be men with consi durable Intelli- 
gence experience in CIA or other intelligence agencies 0 
They must be men of the highest quality s since qua 11= 
tative discrimination by individuals appears t© be 
subjective^ it is based on comparison of the 

subject with the discriminator© They must be sufficiently 
active in the nonacademic affairs of the institution 
so that they will know students outside of their mm 
fisldso In a few institutions the ideal contact will 
ba the Dean of the College© In Universities^ there 
should be two or mores ^ one for the College and one for 
each graduate school^ since the students in one school 
are seldom well known to the faculties of the ©there© 

In many institutions there is a club a composed ©f 
intellectually elite undergraduates 9 graduate students s 
and faculty g and devoted to serious discussion* A 
faculty member of such a club would know the desirable 
students© 

Suggested contacts will be listed through con- 
sultation among Personnel Procurement Officers*, 

Office of Operations Field Contacts 8 and the Office 
of Training © Members of the Offices of Personnel and 
Training who are well qualified to negotiate in colleges 
and universities will visit the institutions concerned 
to consult the authorities^ establish contacts p and to 
deal with other natters noted below* 
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Contacts must be ©Isa, red though Secret^ and 
brought together in the Agency in the summer of their 
first yaar 8 ta attend the Orientation Course and te 
receive other ind©strlnati©Ko They will be ©arefuLly 
briefed on what information they may give applicants o 

Contacts will begin to watch those undergraduates 
who emerge in their junior year above a line of per^ 
formane® to be established locally s and in their 
senior year students who blossom late,, Graduate 
studonta should be picked up after their first year.. 
Students who transfer will be passed on from contact 
to contact 0 

Contacts will steer students into studies and 
activities of interest to the Agency <> This may b« 
den© under various covers^ if necessary Modest 
scholarships for summer study will b© established 
by the Agency* under suitable cover as indicated 
below (Appendix P g Section D ) 0 Contacts will see 
that candidates apply for such scholarships,. 

Summer scholarships might be used for language 
study in various institutions or for study abroadc 
If properly approached* college officials will be 
willing, to administer funds for this purpose,-. 

Graduate students may bs similarly guided and 
motivated by contacts,, Of pas’ticular value would 
be study of Russian and other languages fi and study 
®f the Soviet area and Soviet science^ Universities 
will have to bo persuaded and perhaps subsidised 
to provide the latter 0 In many cases 8 it will be 
desirable t© guide the student to a dissertation 
topic of interest to the Agency* arid if n&<3@ssmry B 
subsidise him,, The dissertation* however* mmt bi 
unclassified* or the student will not receive full ' 
benefit from his training,-. 

At no time will the contact give tha applicant 
the & momSS? ot 

an e'lTtfc corps, but rather that he will be given an ~ 
Ppportuh i t,y*" toffoy © '£^ h rs^wiTpg rf or that hi is 

<r rfwwr, TUfnrrii til IP BOH W r> l l O cwgjm lii n y MM ■ — » n I $ i lt rm j TTTiniffE ^ia, — I »I>^ fY , B'l M i|- mini Iiijiiniiii iiHjniiiinnw— 

entitled to training and opportunity for advancement » 

Toward the middle of tbs student 8 s final year* the 
contact will turn him over to a Personnel Proeuraisssnt 
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Officer.-. The contact will recommend & f m of the bast- 
students as professional trainees 8 and the remainder 
tor other more specifies employment, in the Agensjc. 
Applicants with operational potential may be turned 
owr immediately to the covert offices , so as not 
t@ eomprcadae their cover,, To give the program high 
prestige and wide range 9 every effort will b© made to 
recruit trainees from many colleges and universities „ 

Be Applicants from Armed Forms 

The separation centers of the Armed Forces will 
be another source of trainees.. Contacts would b© 
established in each of those under the direction of 
Military Personnel Division,:, Available information 
from personnel files will provj.de a basis for pre- 
liminary screening,, 

AERli-gAPbs Recommende d by Per sonnel Procurement 

A third sdures of trainees will be young men and 
women turned up by the normal activities of Personnel 
Procurement., They should meet the selection criteria 
noted in I* arid should be under 35* and preferably 
under 30 o They will be selected similarly to the 
first two groups o 

D 0 Selection of Trainees from Applicants 

Applicants recommended by the contacts In the 
universities and the Armed Forces* and by Personnel 
Procurement* will fill out suitable applications * by 
which the obviously unfit will be weeded out by 
Personnel and the others will be tested by a means to 
b© devised by the Psychological Staff of the Office 
of Training the Educational Testing Service* 
with the tests administered by Educational Testing 
Service o Since the Educational Testing Service* 
presently under contract with the Agency* has testing 
arrangements with most of the better colleges* it 
may not be necessary to bring the applicants together 
at central points for tasting,. 

The tests will be designed to reveal intelligence* 
motivation* aptitude for our work* ability t© mason 
in appropriate problems* the psychological males- up 
©f the individual s knowledge of currant affairs and 
their background* and ability to write 0 
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interviewed and assessed with our currant needs in 
asindo (The tasting and assessment program is d®s- - 
srifead in Appendix Go) 


There must be sufficient data common to all 
groups to permit comparison among them,, Final selection 
frm among the sandidatss should be made by the Director 
©f Training after consultation with the Direstor of 
Personnels who has ultimate placement responsibility* 
Training liaison officers from the appropriat® offices 
will be consulted before employment *©f trainees,, 


(It is possible and desirable that some men and 
women whom we would be glad to take at the bachelor 6 © 
level will wish to go Immediately to graduate school,.. 
If they wish to studiy a relevant subject*, they should 
certainly be encouraged to do so„ They should not 
be subsidised by us g since any one who is good enough 
for this program will have no difficulty in obtaining 
* fellowship or assistantship* Others may taka their 
military training after the bachelor”® degree „ A 
proposed arrangement with the Aimmd Feraee will be 


in Appendix D c ) 


/ 
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The purpose of basic training is to give the professional 
trainee the basic skills and knowledge necessary to an intel- 
ligence officer o Under present conditions * with the Table 
of Organisation only about half fbll, training must be !®pt 
as short as possible e in order that the trainees may b© 
absorbed in the Agency at the earliest possible date 0 

(The entire course of basic training described below 
is at present available only to professional trainees,, but 
as soon as the demands of the offices become less pressing, 
it will be offered to all new professional employeeso) 

The training program must be controlled and expanded 
in such a way that instruction will always be given by 
experts who are well qualified either by experience in the 
field*, or by long study of the subjects Under no con- 
ditions will canned lectures or teaching frees a manual 
be permitted, 

A 0 Basie training for professional trainees*, already 
in ope ration o 

lo Before trainees enter on duty*, they will 
have been clearly informed that they are 
not an elite corps* and that their future 
In the Agency depends on their performance o 
Further training and preferential treatment 
will result only from selection through the 
procedures described in V, 

2« The basic course for trainees will last 

twelve weeks and will be offered three times 
in the first year beginning in July* October 
and Marsh, and six times in subsequent years 0 
It will be designed to give the students the 
following knowledge and skills: 

fi c The fundamentals of Russian, and an 

elementary knowledge of the Soviet area <■ 

These are basic tools under present 
circumstances 0 Students already com- 
potent in Russian will be given other 
language training c The mornings will 
be devoted to this course (Appendix E) „ 
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INITIAL PLACEMENT OF PROFESSIONAL TRAINEES 


Placement Proce dure 


The trainee°s initial assignment is of great Importance* 
not only in terms of his own developments but of the 
efficiency of the offices and the Agency as a whole 0 


Every effort will be made to place the trainee in 
the moat suitable position available 0 His academic and 
other qualifications will be studied* his personality and 
aptitudes will be assessed* and his interests will be 
ascertainedo His performance in basic training will play 
an important part in the nature and level of his placement , 


Assistant Directors and their representatives will 
be invited to interview appropriate trainees lata in the 
training period* and to express interest* or lack thereof; 
until the trainee is placed in on appropriate office and 
a suitable positions 


Training Slots 


If the criteria for selection and the process of 
recruitment ware perfect* there would be no problem of 
placement » Since they are probably not* provision should 
be made for a very few training slots in the Table of 
Organization of each Office* to be used for trainees* as 
well as for rotation of Career Corps personnel* as described 
below (¥1) o These slots will have the further advantage 
of taking up slack when there is a temporary lade of 
openings in particular categories „ The Directors of 
Training and Personnel should be authorized jointly to 
pUm trainees in training slots* after consultation with 
the Assistant Director,, (The necessary changes in the 
Tables of Organization are outlined in Appendix H„) 


N© trainee way remain in one training slot for mom 
than six months* at the end of which he must either b® 
absorbed into the regular Table of Organization of the 
Office* absorbed elsewhere in the Agency* either in a 
regular or training slot i n another Office* or dismissed 
at the joint discretion of the Directors of Personnel and 
Training on the recommendation of the Assistant Director., 
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xii where rotation of new personnel is ©customary* 
it my be found desirable to move trainees through « * ' 
logical aasffoasion of training slots within the office 

plftCed » but only with the consent 
oi the Ass-stan® Director conseread.. 


0,1 

Four to eix months after the initial placement in » 
reg talar el0fe s a representative of the Cffiea of Training 
will request the supervisor of the trainee to ks&q & 
pre iiminary evaluation of his work This evaluation wi.ll 
confirm or contradict the original evaluation, selection 
and placement of the individual, and may lead t© « change 
in the criteria for selection and methods of recruitment* 
It will pswid® a means of evaluating basic training* and 
grounds for modifying training when necessary. It win 
also reveal obvious misfits, who will be either moved 
or dismissed (Appendix G ) 0 


Once a trainee is placed in a regular slot 9 his 
future will depend on his performance 0 Personnel will 
have the saw© interest in him that it doss in mil 
employees, but Training except for the evaluation first 
mentioned^ will become actively interested in him again 
only when ha emerges 9 If he does, as a candidate for th® 
Career Corps after two years in the Agency (Se© ?) 0 
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V, SELECTION OF CAREER CORPS 

. . initial recruitment, the most critical, problem 

in the Career Development Program is the early and accurate 
selection of the Career Corps 0 The Career Corps is 
composed of men and women of superior ability and perform- 
ance and includes specialists, who are outstanding in a 
aRd S®«er«lists 0 who are willing and able 
to fill important executive positions that involve the 
whole Agency in one way or another,, (A more detailed 
discussion is given in Appendix I c ) 

A u All Agency personnel in grades from GS=9 through 
OS~13_ & who have been on duty for at least two 
years ^ and who are under ii5' for the first year 
this program is in operation, and under 2*0 
. thereafter^ wilx be studied annually by Personnel 
to identify those who have high potential and 
should be considered for Career Development 
through further training said rotatlono 

The groups GS-9 through GS-IJ, is ©f 
manageable size and is capable of close study. 

Justification for these grades; .Professional 
personnel who have not advanced to GS~9 in two 
years under current practises of promotion, a m 
♦ potential* it is further assumed that 

GS-3i4 c $ and above are already careerists, well 
established and professionally competent, a© 
recognized by their superiors, and for whom 
further training may be desirable j nr els® 
fall into categories that would mak@ further 
training impractical or unnecessary,. 

Nevertheless, for the first year that this 
progress is in operation, it will be necessagy 

*?, S J U< *£ parsonnel GS ' I « and above a to determine 
which ox them should b@ consider&d members o£ 
the Career Corps u 

B„ The Career Corps will be selected as follows; 

lo Appraisal by supervisors will be combined 

with age and grade, and graphically 
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represented tc reveal those who stand 
onto (Detailed discussion of this pro- 
cedure will be found in Appendix I 0 ) 


2o The preliminary group thus selected will 
undergo further evaluation designed to 
reveals 



tto aptitude potential for improvement! 
b 0 intelligence a aptitude 9 and personality! 

©„ knowledge of the intelligence process! 
do ability to work from evidence in an 
intelligence problem? 

e 0 knowledge of current affairs 9 together 
with historical and economic back- 
ground? and 

f 0 ability to learn languages 

(The procedure will be discussed in 
Appendix J ->) 

For two years, or until the career program 
is well established in the Agency, it will 
be necessary to permit all employees GS»9/13 
to take the tests if they wish, as a check 
on the appraisal o Allowance must be made 
throughout this process for different levels 
of performance at the various grades and 
by persons with different kinds and amounts 
of service o 

3o On the basis of the appraisal, evaluation and 
tests ^ two small groups will be selected; 
the candidate specialists and the candidate 
generalists o The candidate specialist will 
appear before the Board of Review in his 
office (Appendix I) f which will determine 
whether or not he is to be considered a 
specialist,. The Board, with a representa= 
tivs of the Office of Training, will lay 
out a course o p study and/or rotation.. 

The smaller group of candidate generalists 
will appear before a Board of Examination and 
Review (Appendix I, Section A) , composed of 
the Director of Central Intelligence or his 
representative, the Director of Training ©r 
his representative, the Assistant Director 
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of the office involved or his representa- 
tive, the Director of Personnel or his 
representatives and other appropriate 
persons o The board, through interviews, and 
any other means it wishes to employ, will 
make a final judgment that the candidate 
is or is not to be considered a generalist 

Co The successive steps of appraisal, evaluation and 
interview will reveal the two groups with which 
the Career Corps Program is concerned: 

lo S pecialists who are highly satisfactory in 
their present position, whose desires and 
aptitudes indicate that they should stay 
in that sort of worfr, and whose potential 
justifies further training and promotion. 

Some of this group may become Assistant 
Directors, but they will remain in their 
original offices o 


Generalists who are highly satisfactory in 
their present positions, but whose aptitudes 
and interests justify extensive training and 
rotation throughout and outside the Agency, 
to prepare them for Agency-wide jobsj and 
other positions of great responsibility,. 


D 0 The specialists and generalists are the Career 
Corps o Selection for the Career Corps does not 
mean immediate promotion, but greater opportunity « 
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VI o TRAINING OF CAREER CORPS SPECIALISTS 


The purpose of career training for specialist** (V, 

C, b) is to improve their efficiency and range in the 
offices in which they work and to which they will return; 
Assistant Directors may rest assured that personnel 
released for training as specialists will return to their 
office of origin* and that they will be at least partially 
replaced by other members of the Career Corps rotated 
into their office from other offices, or by professional 
trainees o The proposed training slots in the offices will 
be used to facilitate rotation (Appendix H ) 0 Since some 
specialists will become Assistant Directors, a broad 
variety of training will be made available,-, Program will 
be tailored to individual needs. 

The training may be designed to impart new skills 
and knowledge, to refresh and improve existing skills and 
knowledge, or simply to get the individual out of a rut 
by a change of environment and concentration- The 
last will be of particular value to analysts, scientists 
and librarians, who ara likely to fall into habits and 
attitudes of mind that are not necessarily the most pro- 
ductive,, Training for specialists will be arranged 
individually, after consultation and agreement with the 
Assistant Director and his Board of Review (Appendix I e 
Section A ) 0 

Some of these objectives may be accomplished by 
training courses already existing or to be established 
within the Agency., Others may best be achieved in 
universities, industries or other government agencies^ 
or by travelo (A sample plan of rotation and training 
is discussed in Appendix K c ) 

A„ The advanced intelligence course will be ©f 

value to nearly all in this group, particularly 
the less experienced (Appendix L) n 

B u The simplest problem is the acquisition of a 
language,, rfhen there is considerable demand far 
a language, instruction can be handled most 
economically by arranging with an institute or 
university to set up the required language 
training for the group. Language training will 
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be set up within the Agency for those who 
cannot be trained outside because of the 
demands of their duties here, or because of 
security, or those who have a language skill 
that can be improved by part time work* In 
the case of languages for which there is scattered 
demand g instruction can best be arranged through 
outside institutions, preferably local, on ari 
individual basis » 

The best way to study a language is full time, 
with complete leave of absence from other duties 0 
Compromises may be made, but only at the cost 
of efficiency and speed (Appendix M) , 

Go Somewhat mors complicated is the problem of area 
study o Two elementary area programs should be 
established, preferably in local educational 
institutions, or within the Ageneyj one on the 
European orbit of the USSR, and one on China and 
the Far EjLSt« For more advanced study, and for 
study of other areas, specialists must be sent, 
t© academic institutions,. Existing resources 
are being studied, with the help of the Social 
Science Research Council,. In a very few cases 9 
such study may be accomplished in a summer 
session, but in most instances, an aead@®ie year 
or even two will be required (Appendix P) >, 

D t , The Office of Scientific Intelligence has a 

particular need for a program on Soviet Science, 
combined with area study, and the effect ©£ 
seienee and technology on international relations* 
This question is being studiadc The purpose may 
be accomplished in or out of the Agency u Such 
a program should also be useful to the Office 
of Research an d Reports (Appendix P ) 0 

E 0 A course on economic intelligence, and its use 
in support of economic warfare and operations 
will be developed,-, 

F 0 Scientists, economists, and other specialists 
will be sent to universities, either as students 
or as research associates, to increase their 
substantive knowledge 8 or to «sarry out. research, 
or simply for professional refreshing (Appendix P) 
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Go In many cases training in an industry* foundation 
@r laboratory will be more useful to scientists* 
economists 8 and other specialists than university 
training (Appendix P) o 

He In some eases* travel and study in an appropriate 
and feasible area will be the most dasirabl® 
program* whether for training or rafreshingo 
This might sometimes be accomplished through 
notable® in one of the operational offices @r 
through the Foreign Service (Appendix K) „ 

I 0 Rotation within the Agency* through use of train- 
ing slots in the offices* will be desirable in 
cases where the work of an individual is or will 
be closely connected with that of another @ffiee g 
but in all oases the purpose ©f such training 
will be to make the specialist more competent 
in his own office* to which he will return 
(Appendix K) 0 

Jo tfith the cooperation of Office of Scientific 
Intelligence* short courses in the present 
knowledge and capacities of Soviet scientists 
in the various fields* and of the present and 
potential capacities of Soviet weapons should 
be established* not only to increase knowledge* 
but to overcome some of the superficial con- 
tempt for Soviet science that is currents, 

These courses should be open to personnel from 
other intelligence agencies 0 
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0®n©mlists (V„ C* 2) are those very rare individuals 
who have the capacity to bring together many aspects and 
branches of the intelligence problem and organization* 
and wish to do so<> Their need is not for specialised 
training but for increasing areas of responsibility 
and experience on the one hand, and for rotational ex- 
perience within the Agency, as well as in other intelli- 
gence agencies and other governmental agencies which 
hav® mutual intelligence needs,, 

^ne reas the purpose of Specialist Career Training is 
to produce better specialists* there is considerable 
doubt that any particular effort should be made to improw 
the special skills of the generalists * excepting to 
broaden their language ability g increase their first hand 
knowledge of important foreign areas s and to give th mi 
enough experience in the various offices of the Agency 
and other intelligence agencies so that they can under- 
stand their products, and know their limitations and 
capacities c 


Therefore * while a high percentage of this' group 
will have benefited as specialists from th© sort of 
training described in 71* before they have been identified 
as generalists s m entirely n m emphasis must subsequently 
b® pi ®©ed on their career development c The purpose of 
fchtdr training is to produce Directors of Central Intel- 
llgence* Deputy Directors of Central Intelligence* 
Assistant Directors,, and Deputy Assistant Direotors, 
Assistants to the Director* members of the National 



as'.imaues scare* ana otner K*y people.-, sample plan ax 

rotation and training is presented in Appendix N.) 


A, 

On the academic side* the first need is for a 
national intelligence course, not only for 
this group* but for the personnel of other 
intelligence agencies (Appendix R) 0 


Bo 

Generalists should be rotated throughout the 

Agency* by means of training slots 0 

■4. 

• 

G o 

They should also attend the National Mr College* 

Naval War College s Industrial College of thiv 

Armed Forces* participate as mamhers of the Staff 
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ofg or attend the General Staff and Intelligence 
Schools of the Armed Forces and the advanced 
Foreign Service Officer^ Course at the Foreign 
Service Institute of the State Departments 

Do During , before or after the period of rotation 
within the Agency, generalists should serve 
long enough (at least one or two years) in 
one or more of the intelligence or operational 
agencies of National Security Council Staff, 
State s Navy, Army, or Air Force to understand 
their methods and objectives „ 

Eo Time should be given the generalist for study 
of foreign intelligence systems, both friendly 
and unfriendly c Materials in the possession 
of the Agency will be made available through 
the Office of Trainings 

At the end of the period, the generalist should be 
ready for positions of great responsibility on the level 
of Deputy Assistant Director and Assistant Director, and 
after experience on that level, to serve on the immediate 
staff of the Director or Deputy Director, and finally for 
Deputy Director of Central Intelligence and Director of 
Central Intelligence 0 


■'Notes Jobs in the Agency fall into four categories s 
technical, administrative, overt analytical and research, 
anc covert operations and collection Specialist® 
should be rotated within one of these groups, but not 
jusieng theiBo The above has been written on the assumption 
that it is possible to find generalists capable of under- 
sitending each office, though not necessarily of specializing 
in its worko) 
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APPENDIX A 


SPECIFIC CRITERIA FOR INITIAL SELECTION 


in Physical and Biological Sciences 
in these or other fields # provided they 
have strong contemporary interests ^ and 
are interested in concrete questions 


In vies? of existing shortages,, the numbers of 
economists e scientists g and area specialists recruited 
for the coming year should exceed these figures,, 
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TEST IHO AND ASSESSMENT OF APPLICANTS 


Tha Professional Trainee Program is sufficiently 
publicised by the Central Intelligence Agency 
among colleges and universities so that thers ar# 
at least two thousand excellent prospects each 
year 0 Some of the applicants would be recommended 
by college contacts , contacts in the Armed Forces^ 
and Personnel Procurement o Others would apply 
on their own initiative 0 

Personnel Procurement authorities in CIA 
review personal history forms 4 medical question- 
naires, security check sheets, and other appli=* 
cation forms arid weed out persons who could not 
pass CIA employment standards 0 If possible, at 
least one thousand would be recommended for 
testing by the Educational Testing Service 0 


Tha Educational Testing Service has weiX=traine<s 
examiners strategically placed throughout the 
country, especially in cities having higher edu= 
eation&l institutions 0 Such testing centers have 
been selected fay the Educational Testing Service 
because of the geographic accessibility to 
students throughout th® count ry c A few days 
before the testing program, the Educational 
Testing Service would send testing kite to the 
examiners,, one kit for each applicant to be 
taste do Applicants would report to these testing 
centers for a one = day objective testing progr&® 0 
Th® testing programs would be held throe times each 
year, possibly February, May and October Only as 
many testing kits would be opened ai there war© 
applicants to b© tested* Unused testing kits would 
b» returned to Educational Testing Service with 
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th@ envelope seal unbrok8« 9 along with the used 
testing kit3 0 Educational Testing Sarvi©# would 
score all teats j rank individuals irs respect i® 
each tests compile distributions* norms* and other 
statistical data for that particular testing 
program? contrast these statistics with norms 
from previous CIA testing prog rasas,, and on the 
basis of selection criteria devised by the Educa- 
tional Testing Service and the Office of -Training B . 
asterisk those applicants who were sufficiently 
outstanding to warrant aasessatento fh& inform--- 
tiers outlined in the paragraph would be s unmerited 
by Educational Testing Service and sent to the 
Office of Training within two weeks so that the 
Assessment Team could get to work assessing the 
more outstanding applicants first, ■> Applicants 
who did not meet the criteria for professional 
trainees on the Educational Testing Service Tests 
would be reviewed by Personnel Procurement for 
possible assignment in other slots in the Agency* 

HI- Educational Testing Service Testing Battery 

For the most part- the Educational Testing 
Service program would consist of object iv8=>byp® 
examinations o The final battery will te 
b© worked out in detail later® but the -tests and 
questionnaires outlined below wouM ©enstitute 
the cere ©f this program* Applicants will be 
required to devote the whole day to the testing* 

Lr. Briefing by the examiner re testing procedures 
and program for the' day* and the signing of 
& sesrecy agreement- re tests and procedures „ 

Zr, Th© applicants fill out t 

A Biographical Questionnaire which would 
have questions re college degrees* academics 
honors received* class ©tending s leadership 
In non«&cademic collage pursuits* willingness 
to serve overseas* Biographic information 
is often .relevant to Job placement? such foma 
are at, essential part of all, intensive psygho- 
legioal examinations given in the military 
services,-, 

So A 30-fflinute Test of Mental Speed calibrated for 
such highly qualified applicants,-. 


~ S3 - 
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ho A 30-mi oute power Test, ©f Logical iteasonlng.. 

A 30---adnnie> Current and world Affairs Test,, 

6 ° A rower Test of Verbal Inte Hi genes o 

A 30-4? minute Vocational Interest Inventory, 
fer the purpose of determining which voca- 
tional interacts are strongest for Agency 
placement o 

8 0 A f^hour subject matter test covering physi®al s 
biological and social sciences r This examina- 
tion would include the standard subjects a A 
ccetplete section would be devoted to testing 
f mtdafflent&i 3 of good report writing such as 
English usage s sp»lling 8 punctuation and 
capitalization^ and reading comp rehens ion 0 

9o A Temperairent~ Personality Inventory 

for the purpose of screening out possible 
psychopathies and ©jctrenw neurot-icSo 

I0o A 304? minute written Interview Questionnaire, 
which is a projective psychological technique 
designed to reveal attitudes*, Interests* 
and motivations xulated -to CIA activities,. 

Tssts Hoo St o 9 inclusive 9 would be scored by 
Educational Testing farvice and the statistics would 
b# sent to office *f Trainings In addition, t'ducfe 
tional Testing Service would furnish * profile of 
tests N®o ? s 8 aitd 9 for each applicants Test No 2 
*" d would be sent to the Office »f Training fos- " 
wading and interpretation, although for test No u 8 
ssoring keys would ultimately be developed to simplify 
interpretation for some of the variables important 
Ir the Biographic Questionnaire,, 

Thi tests and question* ires enumerated m 
elements in the test battery are at present availabl* 
either lr CIA or from publishing house? and universities 
whieh mil psyehclog ical tests <, For the first year 
«'<s shall have to drew f r-.* these sources but as" the 
program continues year after year* U »?U he highly 
desirable fr-r reasons both -of security and effective^ 
n ® 38 to have Educational Testing Service ana the 
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Psychological Staff of the Office of Training devise 
tests and questionnaires specifically designed for CIA 
needs o In certain tests 6 only revisions and some 
additional standardization and validation are needed*, 
since considerable CIA work has already been put 
into them? for example* Nos c 2* h g $ and 6* and XQ« 
However*, it is desirable to develop completely new 
forms for Noso 3* 7® and possibly 9o No 0 8 will 
require a certain amount of research* but not too 
much time should be required to put out a new CIA 
fora since the Educational Testing Service is preeminent 
in this field o 


Not only is it desirable to have these tests and 
questionnaires developed specifically for CIA*, but 
also we should have alte mate-equivalent forms for each 
test and questionnaire for use in localities where 
it appears that the items and questions in the test 
have become toe well-known o Such alternate-equivalent 
forms are especially desirable since In scan© places 
three testing sessions may be held during one year*, 
which will make it possible for some of the early 
applicants to pass on clues and information to sub- 
sequent applicantSo In such places the alternate- 
equivalent fora would be substituted for the original o 
Both the original and the alternate-equivalent foras 
would be revised each year c Some of the tests would 
not need very much revision* such as Logical Reasoning* 
Mental Speed and Verbal Intelligence*, but other's such 
as Current and *forid Affairs would have to be brought 
up to date 0 Priority would be given to the revision 
of those tests in which items become stale or in which 
cribbing is easy 0 


It is not contemplated that Educational Testing 
Service will find any great difficulty in setting up 
an orderly and e fie lent schedule of testing progs°aa® 
tfagoughout the country three tiroes each year,, Per- 
haps during the first year there will be a slight 
amount of confusion-, but durinr the following year* 
the tasting programs should prove of no great dif- 
ficulty g especially if there is someone in the Offica 
of Training designated to coordinate Educational 
Testing Service activities 0 Their big job will be 
to develop* revise* standardize* and validate tests* 
questionnaires and techniques related to the objective 
testing prograaio They will need to expend considerable 
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effort in this direction during’ the first two years 0 
After this « they will have to devote sttbstaxitiai 
numbers of re«&arch hours cash year to keeping th® 
touts p questionnaires and techniques up to date by 
incorporating research findings in the battexy., If 
thus job is properly done^ more or less m outlined,; 
CIA will have a more eonprehsnsive and objective 
battery of tests than is being used by the Foreign 
Service or any of the military services a In terms 
of nconongr^ it would mean that the Assessment Ttam 
would not waste their mors expensive nw&»hcurtt in 
assessing those who are unqualified for CIA-., 


Bj ■ ABs«ssiasnt Prior to Final Selection 


During World War II the British devel^p©,-;?^ through 
the War Office Selection Boards s a new type of o-iisn- • 
Sific personnel selection known as aeeea&mauto la 
the Wsr Of flee Selection Boards the person being 
assessed wata asked to carry out a variety of practical 
pr©feX®as 'in real-life situations-? Be vm ebservesd 
and tasted by military officers * psychologists^ 
psychiatrists and the cossasandirtg of fir or of the 
Sele@iioa^ Assessment Schools Prior to the afei&b- 
llahnent of the British Sdeetion^Asseasuent &.tho@X 5 
five out of ten parsons failed successfully to 
complete training schools in Scotland^ even tfcs-igh 
'these prospective intelligence officers had been 
presumably we ii- screened by their recruiter s 0 
After the establishment of the Sel eetic»~&aees8iasal 
School# through which students ware required to go 
before an tearing trainings only one student out of 
ten failed %o complete the course succe&#fnl.1yc 


4 c> 


Purpose and Principles 




w ». i W;»HM XdB&«.-53S»iE£l 


It is planned to use a modified and limited 
set-up in the Office of Training to Bmm® 
applicants for important psychological. qualities 
which cannot be tapped by means of paper^end^ 
pencil ebjective*»type tests. The testing progress 
will be used to measure the applicant (1 s muatal 
End intellectual fitness for rwaesre h% the &s<$ess^ 
sent will reveal his psychological fitness for 
executive anc operational posts o The asses ament 
procedures will attempt to measure Chirac 
ties of the applicant such as*. 
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fio His ability to d-vise solutions to difficult 
practical problems; . e :i g U!l n whaf measures should 
be taken to nullify communism arid in-srsas© tit© 
a©§eptan©e of democracy by peoples throughout 
the world?" 

b.„ His ability to take the lead s the inlttativ# y 
in situations where no leader is designate do 

@o His ability to carry out his leadership 

responsibilities when he -is assigned the task 
of being & leader in a spaciTfi^ituation; 
his ability to persuade and inspire others a 

do His degree of frustration tolerance; his 
ability to work under stress and tension v 

s o His effectiveness and capacity to work as * 
cooperative member of a team; his sense of • 
discipline fc 

fo His insight into his motivations and those 
of others; his acceptance of criticism and 
his degree of objectivity in analysing his 
mistakes, 

g. His attitudes toward military and civilian 
personnel in this country; and his attitude 
toward natives of other countries o 

h 0 His attitudes toward important problem* ©f 
national security .> 

io His ability to think and speak or his feato 

jo His energy, drive B seal, and motivation fer 

CIA work o 

k- His ability to organize his thoughts on papers 
Can he write clear # concise 9 weli-organized 
reports? 

These and many other characteristics 5 which 
will be observed in the assessment process B a .rst 
important in the training and placement of a 
parson in this Agency^- 



v 2? - 
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lie Procedures 


The Assessment Tears will study the Educations! 
Testing Service results on the applicants prior $© 
their assessment, including the statistics and t m% 
profiles, the Biographic Questionnaire and th® 
Written Interview Questionnaire <, The psychologist 
on the Assessment Team will study and analyse all 
the findings on the applicant mid before the appli- 
cants arrival will lay out as far as practicable m 
assessment program for him 9 to talcs into asseuafc hit 
special interests, attitudes, motivations and work 
skills o The applicants will be assessed in groups 
of four to six, over a period of two days 0 Tha twa° 
day assessment program will b® generally as follows? 


Group briefing on the nature ©f the 
"tw^My^rogramo 

Individual preliminary interview with 
the psychologist o 


Group Discussion ; The applicants s sitting 
ln?ormaISy^roSsd a table 8 ssh®oae a topis 
of current interest and discuss ito 


Recruit Problem - Individual ? The &p= 
plicani is"" placeTTn "a 'iituat ion where h-5 
must answer the questions of 0 and attempt 
to racruit c a highly qualified person 
who is interested in, but has n@t yet 
made up his mind to join Q'ilo 
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Lunch Interview * Applicants have lunch w 1th 
the psycKoISgTstc Each psychologist waichss 
his two men Host carefully to sbsfrrve how 
they handle themselves and others in a 
routine social situation c 


Topic Talk s The applicants are given fifteen 
iSnuCeTTo prepare and ten ainutes to give 
a speech on an assigned topic ^ 


8 0 Stress Interview s The applicant is subjected 
le’ TUTs concerllng interview by a psychologist 
in the presence of sosaa ether members of the 
Assessment Tea» 0 


be Second Day 


25X1 


2o Mora le Problem s The applicant interviews 
an ^employee working for him®* who has bssosag 
disgruntled and who is. dropping off in job 
productivity^, The scheme is s© arranged 
that the applicant must unravel a complicated 
problenj pat solutions am not applicable u 
One of the members of the Assessment Teasa 
stooges as the employee o 


One of two hours 8 allotted for the giving 
of tests which are specifically needed in 
any casej, a -g 0<1 language aptitudes and 
proficiency^ psychological autobiography a 


Lunch B Buddy Ratings ; The applicants 
lunch togetheFIStheut any official members 
of the staff present u Upon their return to 
the assessment office f they are asked to 
write personality sketches and ©valuations 
of each other 0 
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$ 0 Fina l Psychological Intervie ws Thas appli- 

to two 'hours with the 

psychologist who g during this session,, gives 
the applicant a chance to explain facts 
about his personality^ life history^ sfork 
habits and attitudes which hair® not yet 
been clarified. During this session the 
psychologist "icfenfciXiea* with the applicant 
so that the applicant leaves with a ha&lthy 
attitude toward his two-day experiences o 

The rest of the day is spent by the applicant in talk- 
ing with staff members of the Offieea of Training and Per- 
sonnels oi* with m$&®r3 af other Offices who have ctefirdts 
interests in the applicant 8 ® skills and potential. o During 
this tiw© administrative natters and Medical examinations 
©an fea taken cars efo 


It should be ©asphasiaed that the assessment progra® 




/ 
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FORGES FOR TRAINING OF PROFESSIONS ?, 
TRAINEE^""' 


This Appendix will be written when negotiations 
with the Dspartaant of Defense are successfully 
completed-. 
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( Because of the current needs of the Agency s the language 
presently taught is Russians The same methods can be used 
for other languages,,) 


Number of students in each group®-*-— 


Length of course®-®®®* 

HourJ ore, ° | = io ' : ? c > r »9=®«—“'' 


20-30 
12 weeks 


20 hours per week; 

8 AoMo = 12 Noon 
Monday through Friday 


*ram of instruction 


(1) Descriptive grammar and theory** 


hours weekly 
(2ii hours) 


(2) Group drill ® phonology B spoken language p 

reading drills®- 1 ®®®®®— ««= 8 hours ' reekly 

(96 hours) 


(3) Individual laboratory drill for spoken 

and written lariguage®--^*--*-— <»<®*<D*o«aKsae»es«& 10 hours weekly 

(120 hours) 


(1) Foundation for proficiency in use of spoken and 
written language o 

(2) Basic knowledge of phonology g structure,- and grammar, 
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(3) Active non=cognate vocabulary for everyday Ufa 
situations « approximately ijOO words 0 


Cli) Passive recognition knowledge of cognate vocabulary 
newspaper level, 700 words. 


(5) Essential verbs and declension forms < 


At the end of this period, the average student should 
10 u ® e thQ spoken language with reasonaM© fluency, 
2?f ?? ^ at he can 1x3 rndUy understood, 

“ff cral sk f 11 win limited to everyday life situations, 
with a spontaneous active vocabulary of some 1*00 words. His 
auditory recognition skill should be much broader, covering 
possibly ?S0 words o s g 


Follow-Up 


. , 4 Ait f r ^ t f Ls foundation course, selected students should 
be directed to continue their language training &t the rate 

OUrS ° f laborator y drill in the CIA Language 
School Laboratory to incra&ae their skill in the use of the 
spoken and written language. One additional hour- per weak 
should be provided for remedial and corrective linguistic 
analysis. If this in-service internal training program is 
continued at the rate indicated for about 18 months, the 
student should have a good active command of the language. 


Through consultation with the several offices, in® 
service training ©an be focused on the acquisition of 
specialized terminology in various technical fleldso 
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APPENDIX F 

ifMtni Mamin lit m««KW 


THE BASIC TRAINING PR CORAM OF THE CIA INTELLIGENCE SCHOOL 


A 0 Plsatsgien 

The Basie training of this school is designed to give 
the trainee the knowledge and skills basic to intel- 
ligence o The program will remain flexible* so that 
it may be tailored to suit the needs of each new 
group c The early courses cannot turn out finished In- 
telligence Officers* but the graduates will enter 
their jobs better prepared than heretofore,. 


Bo Program 


The program will consist ofs 

(1) Necessary lectures on orientation* mission 
and security, 

(2) Structure of If, S c Government and CIA 11 s role 
therein, 

(3) Missions of Intelligence Advisory Committee 
Agencies,-. 

(It) Organization of CIA, 

(5) lectures on the rforld Situation* Foreign 
Policy* the Soviet Government* History 9 ©t@ n 

(6) .Methods employed in intelligence, 

K 

The tentative twelve week program will be interspersed 
with problems and training films* and selections for 
readings in foreign languages. 


® 3k “ 
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APPENDIX 0 


.EVALUATION OF PROFESSIONAL TRAINEES DURING TRAINING 


Each trainee will be subjected to a running evalua- 
tion during Basis Training in order to systematize 6 verify 
and extend the knowledge o" his aptitudes obtained by- 
testing and assessment prior to his employment (Appendix 
C ) g and to determine his potential so that he may bast 
ba trained and placed.. Within six months after a trainee 
has been placed* his supervisor will be asked to evaluate 
him 0 

Ao Evaluation During Training 


The Evaluation Psychologist* the Chief Instructor* 
and the Instructors will periodically rate each student 
in terns of performance in courses* personality,, and 
ranking in comparison with other students, in order 
to determine his outstandinp strengths arid weaknesses,. 


The following rating system will be used* 


p ersentile 

luu'{v5TeS*<; 


Superior $ An extremely outstanding performance 98-100 

Excellent s An outstanding performance* definite*-* 

ly above average &j-97 

Satisfactory: Requirements met without distinction SO-8h 
Mjdiocm S Minimum rsoui >i a '! i? 


Poor 


Minimum requirements barely met 

A d&fiaient performance „ Definitely 
below average 


Fa i lux® i An extremely deficient performance 0-2 

The derivation of the ratings fro® the normal distri- 
bution curve does not imply that the students would be marked 
B on the curve" »= which is an arbitrary statistical Inter- 
pretation of human variability., The students will be rated 
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in terms of their ability to hold career jobs in the Agency o 
In some ©lasses it is conceivable that all students will 
qualify « It Would be spurious, therefore,, to fail Some 
of them merely to conform to the iniquitous practice of 
marking on the curve o 

Students rated low will be carefully studied to determine 
whether they can be improved, or should be dismissed*-. 

A final evaluation will be sent to the Director of 
Training, and will be used as one of the bases for initial, 
placement o 

Bo Evaluation after Initial Placement 

Supervisors of trainees will be asked to evaluate 
them from four to six months after initial placements 
The evaluations will be studied by the staffs of the 
Office of Training and Personnel, and by the Assistant 
Director, as a check on selection, training and 
placement o Trainees who present a problem at this 
stage will be carefully studied, to determine whether 
they should be placed in another position, or dismissedo 

If a trainee undergoes an important change of 
position in his first two years in the Agency, a 
similar evaluation will be made from four to six 
months after the change o 
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APPENDIX H 

NUMBER OF TRAINING SLOTS TO BE ADDED TO T/0 OF 




To be used to facilitate initial placement of 
professional trainees * and rotation of career corps 
parsonnel 0 _ 



It is suggested that one training slot be established 
on the 3taff of the National Security Council s and one on 
the Psychological Strategy Board* which our Office of 
Personnel services 0 


*=> 37 => 
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IDENTIFICATION of CAREER CORPS t CAREER MANAGEMENT PROGRAM 


In this study of career or management development there 
is carried forward the conception of a limited and elite group 
in General Smithes letter to The Honorable John McCloy, 
17 March 1951o Its procedures and techniques are directed to 
the identification of the Career Corps „ The ticket of admission 
to the group is demonstrated ability on the job 0 The following 
are proposed* s 


The formation of a Board of Examination and Review 
at the Director-Deputy Director level of the Agency 
and Boards of Review at the Office level 0 (Section A) 


Annual appraisal of employees by their supervisors 
and/or associates (Section B) to take place against 
developing job-performance requirements (Section C)„ 


Restriction to non-clerical personnel in the GS 9=13 
level inclusive, ic®o, the most likely career group 0 
The rationale for this position is set forth in 
Section Do 


Emphasis away from ra ting (the Civil Service concept) 
and directed toward~what the employee can do and what 
may be done to improve and prepar a him or her for 
higher level service 0 


The first step objective is to train and ground super- 
visors in appraisal technique j the second step objective 
is to identify pools or inventory of "Potential" (see 
Section E for discussion of possible application of 
the duPont Company "skimmer chart" technique)! with 
the final objective, a job-rotation program (Section 
C,2) for identified potential as and when the tight 
manpower condition can be relievedo 


Given the manpower shortage of today, it is felt that this 
Agency can ill afford either inadvertently, or more important 


38 
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uhrough lack of training g to overlook the “potential** now on 
22?:. In + addl ^ on the program should benefit morale, aid 
liert Stion'rt 8harpen< " up the application of training facili- 

This study has grown out of the consideration of some ten or 
twelve comparable industrial plans, those of Air Fores and Navv? 
and a review of certain “status and efficiency and other re! 
ports in being or contemplated in the. Agency (Section G) a 

recommended that the program be administered by a 
Career Development Staff, and that a man, experienced in this 
ie.Ld, oe brought in and supported by an adequate staffs 

p™ J!i he t i Q : in .° f this P r °s™ to the Professional Trainee 
Program and to Personnel IBM sard system is set forth in 
sections H and I, 


A ° -- 8rd ^ s ) of Semination and Review „ and of Revie w 

ton esh5^ t ^ qU S em8 ^. f ° r succsss of the program' is active 
th J ? h f X ° fWorto This requires that the Front Office and 
the Assistant Directors on whose Offices the program impinges 
understand the objectives of the program and give it their § 

OxCKxng q 

v , } hls ba ® k lng forthcoming, it is proposed that a Board 

3f Examination and Review be formed at the Director-Deputy 
Director level of the Agency, This top-level Committee would 
Jit annually. The function of the Board is set forth in Section 
] a B a 3 of the Discussion, 

Below this Board each Office will have its Board of Review, 

, [ts bba frman could be the Deputy Assistant Directors The Train- 
Ing Liaison °ff ic6r °f each Office could be Secretary 0 These 
boards will sxt as need arises 0 

nmt StlffTsT° n ° f thQ8e b0aJ>Ci8s Working with thfJ Career Develop- 

lo Develop broad requirements for effective performance 
at those levels of administrative, professional and 
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about the people under him, to the end that the 
appraisals may be meaningful.. 

In technical jargon the appraisal must be valid n 
i 0 e 0p an accurate measure of the abilities it is 
supposed to measure, and reliable B i 6 e 0fl measure 
the same ability consistently., Actually appraisals: 
are likely to be inaccurate, stereotyped and exhibit 
"halo effect”., i 0 e op a favorable appraisal stemming 
from personal predilection rather than from objective 
analysis r 

In an effort to reach objectivity two techniques are 
currently developing, the Appley technique and the 
"forced choice” technique 0 

The Appley technique is employed in the Detroit Edison 
Plano Here, some four supervisors who know the incii- 
vidual and his work sit as a panel, with a representative 
of management development staff sitting-in as coach 
and moderator.. 


In the forced choice technique the supervisor is forced 
to choose between tw^ or more statements as most ox- 
least descriptive of the individual „ Rating as to 
determinate traits or characteristics is then derived 
by statistically weighting the responses to the many 
alternates o The aid product is, theoretically, an 
accurate and valid appraisal in which "halo effect” 
and other aberrations are eliminated. 

This technique, unfortunately, has the disadvantage 
common to all codes (it employs a code in the form 
of a statistical weighting), i o e « 0 it loses its 
effectiveness when the code is broken,, In practice 
this happens c Supervisors sooner or later become 
aware of "pay-off” alternates and are guided accordingly,. 

For these reasons the forced choice technique is re- 
jected here, as is the panel or Appley technique, 
largely because it would appear that the staff work 
required would be prohibitive o 
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The ultimate appraisal or evaluation form to be used 
in the Offices will be worked out by the Chief of the 
Career Development Staff supported by competent 
teshnieal help and in cooperation with the Offices s 
working through the Training Liaison Officer^ who as 
suggested above 9 would be a member of the Board of 
Review of the Office in question© 

There is attached herewith, however s a proposed form 0 
The thinking behind it is based on the thesis that 
validity,, reliability s and lack of "halo effect" can 
best be achieved by tying the appraisal closely to 
specific job requirements both at primary’ and advanced 
levels of competence! a practice which has found es£» 
presaion at primary levels in practice in the covert 
offices (form 5l®$3 9 Status and Efficiency Reports)© 

The form itself is the teat exposition of the general 
technique proposed© The form is to be regarded as a 
prototype of general methods it is to be expected 
that the form 5 in its detail,, will be modified and 
refined in practice.-. 

The form has been geared to current Navy procedures 
of rating the individual^ not as excellent 9 average,, 
etc©* but as adjudged in the first 10$ a next 20$^ 
middle h0% etc,,,) compared "with all others of the 
same" grade and job family "whose professional abiXi® 
ties are known to you personally © " It is felt that 
this technique again contributes to the objectivity 
of the appraisal© 

Another feature of the proposed form is that rating 
the individual (in the middle h0% etc©) acta as a 
coordinate point on a scale© It is believed teat 
this teehniqu® has certain advantages % 

a© The employee 4 s performance and potentiality show 
up visually as a profile© 

* 'rT'~ T r ' rn m ipir m r* * 
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bo A current appraisal can be compared with a prior 
appraisal by tracing the prior profile and super- 
imposing it on the current profile 0 

As the profile is placed on a scale which is virtually 
1$ to 10C%f, j.t is possible that an aggregate of seal© 
points can be arrived at© This aggregate of point** 
might be used as a "bonus'* factor which might make 
possible the application of the skimmer technique 
(See Section E©) 


{Note: .the question might properly be raised: Why has not one 
of the more orthodox Executive Development appraisal forms been 
adopted© The reasons are twos (a) the more objective the job 
criteria the sounder the appraisal* and (b) it is felt that the 
usual forms lack validity in life^ i 0 e o ^ they portray the myth 
of the successful man as conceived by men of success©) 


Appraisal of Employees 

It is proposed that the appraisal of any employs© be 
based on the joint opinion of at least two men who know 
the man and his work© Where this proves impractical* 
it is suggested that the individual be asked to appraise 
himself on the identical blank forme The supervisor 
may then compare the appraisal with his own© Any 
variants would be adjusted in a subsequent discussion 
with the employee (sae 5 below)© 

The single appraiser* i 0 e©g the immediate supervisor 
(as proposed in the Francis report) is not believed 
to be in the interests of Agency morale© Regardless 
of the fairness and objectivity of the supervisor* 
the employee derives far more confidence if more 
one individual sits in judgment on him© 



The appraisal should be discussed with the employee © 
Thus the individual is given a chance to express 
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interest ,tn advancement and to give his opinion of 

his In this discussion* however, 

no promises should be made to any individual or 
participant in the program 

This discus sion and interplay between supervisor and 
subordinate helps bring out the individual^ good 
qualities and his training needs* and thus enifes a 
supervisor to discharge his primary responsibility, 
ioeop that of developing people entrusted to hia 
©ar®o As experience tends to confirm the observation 
that employe® supervise as they have been supervised* 
this procedure should ultimately benefit the whole 
organization* 

Practically it is just at this point that the whole 
appraisal., process can be slanted away from a ratinv 
concept and directed toward determining what thiTifdiiddu&l 
©an do and what training can do to improve the 
individual and prepare him for higher level service* 


Appraisal will take place annually o 
i£ k„ggjlCg™anee Criteria and Rotational Circuita 
1° ^ob Families 

A primary requirement for success of the oroposed 

program is tos 

s. 0 Establish at the primary (junior) level broad 
job .tOTil lies that exhibit comparable performance 
criteria* 

bo Develop specific criteria for effective performance 
in each broad family at the primary level and at 
m©ca«dijsg levels of competence and responsibili tv 
within the Agency,, 


SECRET 


(Appendix 1) 


Approved For Release 2001/11/16 : CIA-RDP78-03087A0001 0001 0003-0 


Approved For Release 2001/'F$9§¥ciA-RDP78-03087A0001 0001 0003-0 



The objective here is a basic understanding of the real 
qualities that make for superior performance. CiviT”** 
Service job descriptions are written primarily tc 
justify certain GS levels, and are not always helpful 0 

It is believed that a hopeful start has been made toward 
these requirements in the job families and job require® 
merits which find expression in the proposed appraisal 
form (Section B) 0 It is anticipated that the Boards 
of Review (Section A) working with the Career Develop® 
ment Staff will be instrumental in further developing 
and refining these criteria. This growth will take ’ 
place through? 

Further study of the education, experience and 
knowledge requirements in job families and for 
comparable jobs. 

bn A statement from each member of a supervisory 
group of the requirements to perform his job 
effectively j and of what he requires in performance 
from other supervisors reporting to kim 0 

% 

Answers to such studies, edited and sifted by the Borrds 
of Review might well contribute to a mors objective 
understanding of job performance criteria,, 

It is, of course, far easier to call for meaningful 
criteria than to produce them, particularly as one pro- 
ceeds up the scale of competence© Yet appraisal in' 
the absolute or in vacuo results in a lack of objectivity 
and induces a fuzzy frame of reference in the appraiser 0 

The development of specific and adequate criteria, then, 
is vitally important to the success of this program© 

t a Rotational Circuits 

,- ■ * m ii • ■ nun n 

1?he defining of job families, as proposed above and in 
th© suggested appraisal form (Section B), is a first 
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step in determining logical rotation circuits 0 Thus 
it appears iilegic&l, at junior or even senior levels* 
to rotate to an analytical-research job an individual 
appraised as basically an operational type 0 It i« 
only at higher echelons of competence and responsiMlitv 
that such rotation becomes feasible and fruitful 0 The 
device suggested in the appraisal form, in i*ich rating 
* the basis of additi^ qualifications required for 
higher levels of competence* will* it is hoped* mm 
a useful toel in determining fruitful rotations 0 

l&cih further study will be required in this field. Such 
study ana the identification and fixing of sound job 
rotation circuits is a function of the Boards of Peviaw* 
the Career Development Staff, and the Office of Train mg 0 

Ideation 

Discussion of Application in Depth 

This program should be restricted to the GS 9-13 level 
of non-clerical personnel 0 Again the thinking behind 
this proposal is that of restriction to a career groan 
in line with General Smith ®s conception „ 

The rationale for the selection of the GS-9 level* ass 
the lower limit in this program* follows 0 

As one goes down the employee pyramid in a program of 
this kind* a law of diminishing return sets* in., More 
and more appraisals are required but the chances of 
uncovering "potential" are not proportionately i*» 
proved o what one is really doing is spending currant 
funds (ae a measure of effort) for a hoped-for future 
return By restricting the program to the proposed 
group, the Agency is assured maximum return on effort 
expended® 

Many a program of this kind has been smothered to ds&.b 
by its own weighto The proposed application cuts down 
weight 0 Method in this technique is only relined by 
trial-and-error.. The approach herein proposed means 
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that method can be refined at a relatively low cor« D 
Xf and whan feasible and desired the program o&n 
always b© axi onded up or down the pyramid,. 



2° Time Elements in Reaching Grades 

Axi analysis of the time elements involved in average 
personnel progression or rise within the Agencylhaws 
th© following* (These statistic® are an educated gusss 
by Personnel and must be substantiated by further 

analysis,,) 


To Rise From 
GS-S to 7 
GS-7 to 9 

to 9 


6 to 8 mos a 
12 to 18 raoso 


As sum© 

■msMuwr* -rasas.' 

0o8 yrsa 
lo2 yra* 

2o0 yrso 


Th© GS=9 level embraces Journeyman Intelligence Officers,, 
Research Analysts and other comparable professional 
personnel,. All operative supervisors and adnriLnistrativ® 
officers are above this level,, While many trainees 
for professional jobs are brought into the Agency at GS«5 ;J 
the rise 'to GS=7 Is rapidj some 6 or 8 months on an avarag® c 


This program is built around two theses (a) that th© 
priea of admission into the Career Development Program, 
should be oa-the-job survival ability g and (b) that 
the program is directed toward the really able,. The 
period of 1»2 years for the GS®7 inductee and 2 years 
for the GS-5 Inductee appears a reasonable time element 
for any individual of career potential to reach th© 
pick-up point., i 0 e 0g G^^TTit is proposed that the 
Professional Trainee will enter the organisation andjj 
after initial trainings be forced to demonstrate by 
o»»the=gob performance an ability to survive and ad- 
vance for a two-year period) „ Theoretically^ therefore 
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ths proposed "in depth" application, of this program 
is ethically jus tlf table* 

3o Number of Employees Involved 

Based on Personnel figures (somewhat tentative at 

) it is estimated that there are approximately 
GS 9-13 levels There ere 

approximately Hjj^^on board (deep cover is exc lu ded 
from all thes^^^^ures). Hence the Career Developmer. t 
Program contemplates embracing approximately 30$ of 
Agency personnel. As a check point*, based on comparable 
personnel ^ industrial companies tend to cover souks 
2G$ of their anployeeg in comparable programs 0 


£«-• "'Skimmer Chart" Theory 

The duPont Company "skimmer chart" technique is really an 
adaptation of the age-in-grada idea of the services slanted 
toward a constructive purpose rather than toward a negative 
one ( elimination ). 


In the duPont technique, all employees who receive an annual 
compensation (including bonus )™Tn excess of a predetermined, 
amount are for eachags arrayed in a descending order of coaspen® 
satioHo These arrays permit the identification of a compensation 
point at each age that selects or "skims" a specified percentage 
of the arrayed employees ; say 30$ of those arrayed at age 30„ etc. 
Specified percentages are decreased as age increases . 


ihere results a scatter diagram of "selection points" from 
which is derived a "Selection Line" by visual or mathematical 
processes o This is a total company line (it is based on all 
employees above a predetermined level). The company selection 
line is used on the departmental charts. This makes it possible 
to judge departmental expert ence against the background of total 
company experience. 


In this technique all lidivi duals above the selection nine 
are "potential" for higher responsibilities and advancement. They 
are the dePont Company ' s e career corps 0 
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A characteristic of industry is (l) a rapidly rising 
salary scale (2) little tendency for salaries to cluster at a 
gxven dollar level* and (3) salary scale which is made to rise 
even more rapidly by corporate bonus systems „ Government 
employment is just the opposite „ The salary scale is greatly 
compressed? there are clusters at each GS level* and the age 
groupings appear much less defined. 


Give® these difficulties s the primary question is whether 
the technique exhibits validity when applied to CIA personnel 0 

„ J° test this * a pilot plant rm was made on 873 names. 

GS ? through GS lb,-, Any individual was deemed '•potential” and 
marked for examination on the following basis % at GS 9 if 
26 year old or under? at GS 11 if 28 years or under? at GS 12 
U 31 years and under? at GS 13 if 33 years and under? at GS 1 h 
if 37 years and under. This resulted in 115 names (had 
application of the duPont Company »s decreasing skimmer per- 
centage been made there would have been 198 names). 

These names were then shown to a senior executive with 
broad experience and contacts in the Agency. This officer r 's 
review indicated that this age-grade technique was a valid 
identification of potentiality. 


. primary obstacle to adapting the duPont technique in 

its entirety (i.e.* skimming a designated top percentage at 
each age level to produce a Selection Line) lies in the clusters 
of personnel at each GS level. Possibly this difficulty could 
be met by the introduction of a "bonus factor", stemming from 
the proposed year-end appraisal. The effect would be to break 
up the personnel clusters and make possible the skimmer technique 

An adaptation of the skimmer chart technique to this aser 
wouid give the Director of Central Intelligence* his Deputies 
and the Assistant Director® a most useful administrative tool, 

It /!v. r ! C0 ^ ded that further rtucfcr be given to this technique 
and that* following the proposed year-end appraisals, an attempt 
be made by the introduction of a valid "bonus factor" or by 
other means* to adapt the technique to CIA career identification,- 
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F 0 Benefits of Program 

Three and possibly four methods are envisaged here by 
which to identify potential in CIA? (1) by tests and assessment^ 

(2) by competitive examinations s (3) by a -praisalj, and (h) 
by skimmer technique o In many of its phases the program begin,* 
with a sharp ening“up 9 extension and more conscious application 
of things (sia<8=up and thought of potential) which have been 
done in the patio These benefits should flows 

lo Ability on board is lass likely to b© overlooked, or 
fail to reach its f? potential M 5 and waste of talcmt 
will be reducedo Incompetence will be exposed,, 

2o Agency morale should be improved,;, possibly also re@riit® 

raento Hen and women will knew that if they can demonstrate 
ability on the job £ . they will be watched for prorcot,; m 0 

Beyond these benefits i.s the important one of trai ning s Xit 
of consideration of job requirements for broad leveXT’of competence,, 
there can be obtained a clear picture of what training can be 
expected to accomplish,, If the training requirements of the 
Offices can be pinpointed g with tailored programs made possible 
for the individual or small, groups who have similar needs., the 
ground-work is laid for the greatest usefulness of the Training 
Office,, 


However* a note of caution must be soundede One must not 
lose sight of the fact that each of the techniques herein pr©=> 
posed is fallible and that all represent an, art that IS Ht:M 
ar»d inexact at basic For this reason, reliance has bean placed 
on several methods, since s while one alone might £&H $ it is 
unlikely all methods would fall* 

It is to be axpeeted that this program will encouotar many 
difficulties c They all do and thus they experience a high 
mortality,. These difficulties and this possibility will not be 
absent 5a this Agency, Success 9 if won fJ will only stem .from a 
high sieaaure of high level support e together with extremely 
adequate and competent staff vorko 
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Go Review of Management Development Flans in Industry and Elsewhere 

« m«U li a iOliW Wl-J»lit— U ‘l m.u iea&3ttzSksem mM^-!±i^ 3Gxies»em vm'.mvaBlW&STf 

The Agency has not been unmindful of development procedure s 0 
There was high-level consideration of the problem some years ago 0 
Introduction was opposed m the grounds of the la©k of an IBM 
system (sine© corrected) * and in addition it was thought that 
the manpower deficiency militated against applications 


Agency experience in the past has been studied* and the 
plans of some ten or twelve industrial companies* and of one 
consulting engineering firm for its professional, stafff the 
Officers Fitness Report of the Navy* and the report of Officer 
Effectiveness of the Air Fore® have been examined,. 



Ho Tie-In to Professional Trainee Program 

The Professional Trainee Program is* in effect* a high-level 
"potential” recruitment program* coupled with a basic educational 
or training effort to ground the individual in intelligence and 
areao It is proposed that at the and of an initial course* the 
participant be assigned to one of the Offices o 

It has been the general experience of industry that college 
recruits are accepted by the line organisation if there is faith 
in rr$angement 9 8 ability to weed out poorer rocruTfso Under the 
contemplated plan* trainees would be forced to demonstrate a 
survival value and an ability to rise* in the usual manner and 
on the job 8 in order to be picked up at GS 9 level to the pro- 
posed Career Development Program, This would appear to meet 
effectively any criticism of "favoritism" in the Professional 
Trainee Program,, 


Jo Tie-In to IBM Control 


The various "potentialities" of administrative* professional 
and/ or scientific personnel identified in the Career Development 
Programf pertinent data relating to significant educati onj area 
experience* the employee age and "age-performance" index* ate,* 
can be easily carried on Personnel's IBM records. In conjunction 
with the Offices* other pertinent data could be developed in as 
much detail as desired. Staff would work this out with the Boards 
of RevieWo 


«> *JyL ® > 

SECRET (Appendix 1) 




Approved For Release 2001/11/16 : CIA-RDP78-03087A0001 0001 0003-0 


Approved For Release 2001/1 1$*36RETIA-RDP78-03087A0001 0001 0003-0 


APPENDIX J 

—■ a— " 1 * 


EVALUATION OF OUTSTANDING CANDIDATES FOR THE CAREER CORPS 


Each year the Director of Personnel will have his Staff 
compile a list of CIA employees who have worked for the Agency 
lor at least two years 9 aid who should be considered as candi® 
dates for the Career Corps*, His compilation would be made 
from appraisals submitted by supervisors s from applications 
submitted by employees who have not been recommended by super® 
visors 9 and from analysis of Skimmer charts „ 

The Director of Personnel would review the Hst 9 strike 
out candidates who could not possibly qualify,,, and then 
schedule all of the remaining candidates for testing to deter® 
mine which of them passed minimal test standards 0 
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This testing battery would be geared to the adult and 
cnture level characteristic of CIA employees 0 Teat items 
would be written which would have face validity for in=> 
talligance personnel D Allowances would be made on test 
scored for age and degree of education* and the tests would 
be constructed to measure experience* knowledge 9 and aiti~ 
tndes learned on the job as a result of CIA employments 

In some cases the candidates would have taken a few 
of the tests before o This would be true of employees who 
hud been hired as professional trainees « Tests previously 
administered would not he repeated,, but the candidates 
would be given the more advanced tests which are specifically 
applicable to CIA employees* such as the test dealing with 
knowledge of intelligence activities*. 

The tests would be developed, administered* and scored 
by the Psychological Staff of the Office of Training 0 

In order to receive serious consideration for career 
positions candidates would have to obtain passing scores 
on the battery of objective tests 0 The passing (i 0 @ 0S ©ritisal) 
scores would be determined by the Director of Personnel)? 
assisted on technical aspects of the problem by the Pay 03 
ecological Staff of the Office of Training « 

The Director of Personnel will schedule those candi=> 
dr.isas who received passing test scores for assessment* 


B 0 ASSESSMENT 

~Trair~»nn»iaiiinii w — wil l 

The assessment* like the testing battery s would be 
geared to CIA employees and standards*, Situation tests* 
interviews* and planning problems would differ from those 
et.tlined in Appendix C $ which deals with assessment of 
applicant trainees 0 Assessment procedures outlined in 
Appendix C would* in part* be adopted but they would be 
revised and adapted for Agency employees *, Since so much 
mure la known about a CIA employee than an applicant fog 
a 1TlA“~loB7~tKirgi‘ses3inent Team could work at a more ad~ 
vance'5 level ani cbuItTISb a more refined jbb“"oF assessment 
analysis o 

i« — sub- 1 ' 
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The Assessment Team would search for answers to such 
questions as« 

io Is the employee best suited for active field oper« 
ations ? For a Washington Headquarters assignment? 
For an administrative support role? Is he one 
of those few persons who cm do all sraeh job® 
squally well? 

2o Is he a good organizer* executive* and leader? 

3o Is he best in "lone wolf” operations* either in 
the field as an operative* or in Washington as 
& research beaver? 

iio Does he have promise as an intelligence analyst,, 
as an intelligence sythesiaer* or as a report 
writer? 

5>o Is he creative* imaginative* and such a constructive 
thinker that he could be used as a planner? 

In analyzing the employee^ capabilities the Assessment 
Team would interpret its findings in terms of all available 
evidence* such ass 

lo Results of the objective test battery & 

2o Training evaluation reports* if available „ 

3o Appraisal and efficiency reports by supervisors o 

ho Records of accomplishment in ClA c 

, Assessment Report would than summarize the findings 
on the employee in terms of his interests,, aptitudes* raoti~ 
‘rations s social skills* job proficiencies* taraper&msrr&g 
altitudes 9 and per so nail ty c The Assessment Report would 1>e 
sent to the Director of Personnel with suggestions in respect 
to the employe [ >b possible use as a generalist or »pe«isl±ato 


C, FINAL REVIEW 

The Director of Personnel would than schedule the m@st 
outstanding candidates for final evaluation 0 Possible 
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g ^aralxsts would ba evaluated by the Board of Snudnation 
f ad “«vi e w» and possible specialists would be evaluated by 
tae Board(s) of Review 0 In some instances the Board of Ex® 
a flirtation and Review might reject a candidate as a gensraliet 
bit recommend his evaluation as a specialist by on© of th© 
Boards of Review* 

Since considerable time and thought would hav© been 
asvoted to the analysis of individual capabilities, the 
results of such studies would prove fruitful even for 
tiose employees who wore not selected for career 
because the Office o.f Personnel would have valuable ln« 
formation which would penult placing the employee 
position best fitting his talents,, and he could be advised 
should train and prepare himself for moat rapid 
&>ivsnP6®8eto 
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ire ©ansldared essential for the job the 
«Jt,pe@tad t© holdo 


Thera follows a typical rotation plan s in &mmn phjmm a 
for socialists o Its purpose is primarily to indicate the 
of tminlng contemplated rather than to present a specif!© 
-oettera that a particular individual mxst foll®Wo All phases 
of the training will be tailored^ with the Assistant Director n s 
•approval « in ©ach instance to fit the person 8 a n©«&ds and potenti« 
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Phase 1 *> 

1 year 


CIA JfotellAgeR.se School (ADoendiv Tl 


Rafre after course^ to includes 



Extensive area study or functional study of 
his area 0 



Preparation of an Intelligence Surwev or* 

Hatiojsal Intelligence level* 


Phase 2 « 

2 years 


*BE&*r?3L Aligned Office 


Return to assigned office and continue work there* 


Phase 3 

1 year I 

• 

Rotation. Through a Related Office 
t Office of Current In teiiigenee ’assumed ® if Office of 

Operations^,- Office of Special Operations or Office of 

Policy Coordinations this may consist of a tour abroad 
of one to two year®) 


a* 

Three months- in the Soviet Division of fast 

Support Group* 


b* 

Three months in the Eastern Division ©f the 
same Group* 


Co 

Three months in the Western Division of the 
same Group* 


d* 

One month In Operations* 


go 

One month in Situation Room ■» study and 
participate in briefing problems* 

- 

fo 

One month in liaison duties with those 
sections of the other intelligence agencies 
concerned with Office of Current Intelligence 
activities* 

-*» 

• 
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g 0 This phase may bo supplemented by from 3 to 
6 months in a Sends® Intelligence School© 

2 yrnrs 


Regularly Assigned Office 

Return to assigned office and continue work there,. 



©o Suggested alternates for this phase include 
& tour of approximately one year at either 
the Army War College^ Naval War College or 
Air War College*, 

fhMg-6 - 2 yatTB 

Regularly Assigned Office and a Related One 

Return to assigned office and continue work the;?# 
one year g followed by one year in a related office*, 



3®>12 months 


National Intelligence « Univ ersity level 

w i 3 > i W» <' n f — Xa— »— *■<— P*»<3<Hrtwwwii i— iiMeBB— jjiawWBtK|BB3B> 

&o Stu^y threats to Uo So national security 
stemming from the particular area in which 
he has specialized*, 

b 0 Study means by which Intelligence may best 
support Uo So national planning and policy 
in foreign relations*, 


no 


% 8 «s 
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Work during this phase in company with policy 
and planning officers from key government 
agencieso 

d c . The specialist returns to his office for 

assignment of importance and responsibility 
at the end of the cycle of training and 
rotations 


$ 9 
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APPENDIX L 


ADVANCED TRAINING - CIA INTELLIGENCE SCHOOL 

■■g «<SKSaE3B a Baw eerraK scuattf— 


Th© advanced training *4,1,1 b© in the nature ©f & 
refresher ©ours© for experienced specialists o Th§ pro- 
gram will aim for twelve months duratiorto In this course 
the student wills 

(1) Receive lectures from eminent and qualified 
visitors o 

(2) Engage in extensive area reading and stucco 

O) Prepare an Intelligence Survey on a National 
Intelligence levelo 

CM Engage in supplementary area studies at 
suitable unive rs it las 0 

<$) If possible 9 spend sow© time abreado 
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LANGUAGE TRAINING FOR SPECIALISTS 






specialists as the need arises ^ Much of this training 
©an and should take place outside the Agency 9 in exist- 
log institutions o Some 8 however 9 will be provided by 
the Office of Training within the Agency s and the use 
of the GIA audio-visual laboratory equipment will enable 




upon. 


Arrangements for such training are presently 
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APPENDIX N 

‘Ernaw™*:**;:* craiSJxrtesKSea? 


BOTATICW FLAN | I 1 OR C AREER T RAINING ~ GENE RALISTS 


Ao DEFINITION 


For the Career Training program a g@neursli.3t is an eiapiej-et? 
who meats the standards defined in V 9 C 5 and VII*, and Is so 

designated by the Board for Examination and Reviews (V g B 0 .1^' 

Bo AIK OF ROTATION OF GENERALISTS 

The aim of roation of generalists ia to arm them with & 
broad s first-hand familiarity with the role of National Intel*.!*" 
gens® in the Government structures 

Qo SCOPE OF ROTATION PLAN 


The rotation plan for © generalist mist be of the widest 
scope . s and not tied to the mission or needs of a particular 
Agency office® It should lead to the broadest practical 
competence in the first three of the following fields and aa 
appropriately restricted c-caapetenoe in the fourths 

Operational. 

Adminia trative 
Analytical * Research 

Technical 

B® TYPICAL ROTATION PLAN 

STS A ct- C-IKiri,r'*3’-T.*.3- 1- ntwwmirry'. 

There follows « typical rotation plan* in nine pbnaea ? f<ir 
gener&liebso It le assumed that the generalist has completed all 
or part of a rotation plan for sp@eiaJl.ata and has then cojapie.-ted 
a year or two of duty ia hie regular office before selection a 
general 1st y Its purpose is primarily to indicate the scope of 
training rather than present & specific pattern that’ a particular 
person mist foll.«w® All phases of the training will be tailored 
in each instance be fit the individual y s needs and. potential.® 




Air or State 


1 year 


Sn With Flans and Operations Staff (Defease) @r 


60 *’ 


5E0RET 


iwws 
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bo With Policy and Planning Staff (State) 


Phase 2 ® 


1 year 


Return to an appropriate assignment in the 
Agency 


Phase 3 


1 year 


Rotation through the Office of National Estimates 

in n u fu i wirntfflTT i —inrn Mww — iirn n mfw.M i in« — l ii witm ii— oT a fr u » j » j i» «TOC»mrnwy'«Cg . ‘ . ^5 . jr» 

(or the Office of Current Intelligence if regularly 
assigned to 0/NE) 


Phase ii 


2 years 


Return to an appropriate assignment in the Agency- 


Phase % ® 


1 year 


tendance at Nat 


Phase 6 


2 years 


Return to an appropriate assignment in the Agency 


Phase 7 ct 


1 yeas* 


Office of 


'lational Sec 


Participates in National Security Council Senior 
Staff meetings 


Phase 8 


1 year 




ent in the Age 
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a D Intelligence dextrin® 

bo Intelligence s^thodolegy 

So New directions Intelligence must take 

then return to the Agency* for e high-level assignment m 
& geaoralistj 
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APPENDIX 0 




CAREER TEA INI HQ - INTELLIGENCE ADVISORY COMMITTEE EMPLOYEES 


A,-> Introduction 

cfraKBssJtv o u*s^ax*£JMm-itiu*isar 


The problems and conclusions here presented now apply 
to career eoiraaies loneci personnel of the three military 
services who are assigned to the Agency as part of their 
normal active duty rotation-, Ho waver 9 the assignment to 
the Agency of career personnel of State g or any other 
Department or Agency 9 would impose similar problems 
requiring equally careful resolution c 


25X9 

25X9 

25X9 



As of 1 June 19J1;, the Agency had on board or ordered 
some^^Jactlve duty commissioned military personnel 
against an allowance of The Agency needs many mom 

of this category of personnels, and* it is understood^ has 
recently received authorisation for an additional 
allowance of 

Cr. Problem 


The Agency bears a two-fold responsibility in job 
assignments of these personnels 


(1) On the on© hand ih-yy should be used where their 
general and specialised skill® will be of maximum 
practicable benefit to the Agency,, 

(2) On the other hand their employment by the Agency 
should further the career training of the indiv« 
idual officer and should be appropriate in res-, 
ponsibility and functions to the rank and 
experience of the officer., 

If the Agency does not meet these responsibilities of 
placement and training the impact on the Services is 
likely to result in their effort to fill a bars minimum 
of GIA 51116133 and further a tendency to withhold from 
assignment to CIA the superior officers the Agency needs,. 
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Informal spot «heek indicates that in scute instances 
the Agency has failed to meet these placement and 
training responsibilities 

D r . Comment 

The following;-, while representing merely tentative 
conclusions 9 points the direction of the study currently 
in process by the Office of Training? 

(1) A top= level Agency policy is essential t© guitte 
the placement and training of assigned active® 
duty military personnels A high -’level monitor® 
ing la required to insure that this policy is 
implemented throughout the Agensyv 

( 2 ) Appropriate Agency slots should be designated 
to be filled by military only or optional 
inilitary=civiliano Active duty military per® 
senna 1 should be assigned only in these slots 
unless specific exception is authorised by the 
Director of Personnel <, These slots should at 
all times total the same as the then current 
CIA approved allawaece of active-duty military 
personnels 

(3) Each of the as slots should bear a job description 
that clearly justifies the employment of an 
active-duty military officer and will forts the 
basis for qualifications requested when levy is 
made on the military services for assignment 

©f personnel.-. 


JSo Re ©omeob dat 1 on® 

This appendix is included here because of its relevance 
to the overman problem of career corps in GIAo It. 
describes,, however 9 a distinct and separate problem that 
may be resolved apart? fre« the development of a Career 
Corps Program for civilian Agency employees 0 Pertinent 
recommendations will therefore be submitted separately?, 
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APPENDIX P 


IMPLEMENTATION OF UNIVERSITY AND INDUSTRIAL TRAINING 


A very important pari of the Agency 0 !* mreer training 
needs san be wet only by universities and industrial 
firms o Th© university contacts established for the 
program of recruitment will be of great help in arranging 
programs in the universities* It will be the policy of 
the Agency to establish internal training courses only 
when the specialised nature of the instruction v laffik 
of outsid© facilities s or security make it necessary <- 

A 0 There will be little difficulty in arranging for well 
qualified persona to study under existing university 
programs , provided that application is made before 
the program is filledo The need for early application 
la particularly great in the scientific fields e where 
laboratory space rigidly limits the number of 
students who can be accepted 0 

Br- In certain fields, particularly those of scientific 
intelligence and perhaps some area studies, tailored 
programs must be arranged with outstanding institu- 
tions s or within the Agency, preferably the former 0 
The curriculum and emphasis must be arranged with our 
needs in mind, and the length of the course, which 
is an obstacle to the use of many existing programs , 
must ntt. exceed er« academic year 0 opeeiai summer 
se.isions will meet many of our needs 0 

S© that full use may be made ©f the institution 'g 
facilities and personnel, and a© that students win 
receive full benefit from contacts and discussion, 
the courses will be unclassified, and open to other 
than Agency personnels (The latter may be a sour©® 
for recruitment*) Classified instruction will b@ 
©arried out within the Agency* 

Whenever new programs must be established, or 
existing ones modified, the Agency will render 
financial support through contracts* 
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i n f* i sm , w atxom m mv. 


A NC BmUSTRIAI. TFAIMIHO. 


' .x mry impcsrt&st part of the Agemqr- a mmer trnm'i 
fff&Tii tsSi fiwly fry UR!i'P©rS I tiftS Btid InduStriL-SUi, 
,^ rt i 0 Th© university jjnnfc&cts est&bll shed for the 
• ? p <• v*i»i ni rect^iilment v» tu be of ?rs#t h»ip Ifi *n^fi 
v^mwa ir, the Xfe will, bet the p&U®y ©7 

U* Agency to ♦fst'ibilsh internal training course* only 
*■',«■** t*» 8p4d«li?*..;i nature of the instruction© leak 
■n?- mUi dr* f*ailiua * 9 or security make It necessary.- 


Tbere will he little difficulty in arranging for well 
qualified persons to study under existing university 
progress© predicted that application Is made before 
the program U filled- The need for early application 
j$ particularly great in the scientific fields 9 where 
laboratory ep*?e rigidly limits the number of 
students who 2 an be accepted 0 

In pertain fields© particularly those of seieniifte 
i ttiiilt t pence -and perhaps sow area studies 9 tailored 
programs must be arranged with outstanding instilur 
U o;»j or with in the Agency© preferably the former » 
The currleultss and emphasis must be arranged with our 
sJmeds. i.n wind© and the length of the course* which 
He »» tbshasJ* u> the use of many existing pragrw,, 

' Ty^:% % d on* 4 * yk$a f- xji ptsKV xal 3 

se pi mn will »«««( many of our need«o 

s« that full we may be made of the institution"* 
facilities wnd personnel© and so that students wiAl 
receive full benefit frm contacts and discussion© 
the courts wilt be unclassified© and open to other 
then Agency personnel,, (The latter may be a smarm 
for recruitments;- Classified instruction will be 
<8*rrl«?d out within -the Agency.-. 

whenever ««w programs must be established© or 
existing ones modified,, the Agency will -render 
•r 4 nsmciai support through eontraete • 
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Go Utilization sf industrial facilities for study and 
training will be particularly useful to the Office 
of Scientific Intelligence g but may also serf® th© 
purposes of the Office of Research and Reports.- 
Negotiations with selected firms will be carried 
out through the Office of Training 
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APPENDIX Q 

owswaawBMHNamoNcaHS vrrzs 

CAREER BE NE FITS AND__5EOTR gY 


A 0 This appendix summarises ©arser incentive benefits 
that the Central Intelligence Agen®y may offer it® 
employees under general or specific provisions of 
©urreni legislation r. Requirements for implementing 
speclfi© actions are indicated,-, 

8c The Central Intelligence Agency my offer these 
benefits* 


lo Action 

tsmw»>umsemmc» 

Apply to appropriate CIA personnel time and 
ona=half service credit against retirement for 
all service under certain hardship or hazardous 
conditions 

Comment 

castBfcmws*fi«s«Gfi» 

a 0 In effect, this permits retirement at the 
age of *>0 after 20 years of government 
service with the same retirement pay that 
would normally accrue after a full 30 years" 
service o Also*, for ea®h year of service 
beyond 20 years 9 the employee would receive 
an increased annuity©-, 

b 0 To Implement this action would require that 
tha Agency ©onsummate m agreement with the 
Civil Service Commission authorising the 
application to Agency employees s under 
broadly defined circumstances, legislation 
currently applicable to certain personnel 
of the Federal Bureau of Investigation and 
the Treasury Department c 

II o Action 

Increase base salary for service involving 
unusual hazard or hardsbip 0 
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To conform to current extra-pay policies of 
the Department of Defense 2 these base salary- 
increases would fall into either of these two 
categories; 


Increase of 5($ of base salary (to a maximum 
of $200 per four^week pay period) while 
engaged in duty similar to that of Armed 
Services personnel who receive extra pay 
(aviation s submarine 8 parachute juap a etc 0 ) c 


Increase not to exceed 50$ of base salary 
as warranted by unusual hardship or hazard in 
certain other types of duty<> 


IIIo Action 


Pay death gratuity of six months" base pay 
to dependents of CIA employees who die in line 
of duty while serving abroad,, 


Comment 


The General Counsel considers that 8 while 
specific legislative authority would b© desirable^ 
the Director of Central Intelligence may authorise 
these payments under Public Law HOo 


Action 


Pay© within-grade advances „ and grads pm= 
motions for persons who are "detained" involuntarily. 


Comment 


a c Confidential Funds Regulations authorise these 
actions for persons paid from Confidential Funds, 


This authority should be extended to cover 
employees paid from vouch© red funds - 


Action 


Apply the benefits of U 0 S 0 Employees 9 Compenea-- 
tion Aet to dependents of employees engaged in 
hasardous duties who are themselves exposed te h&E&rdo 
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Comment 


General Counsel considers that specif io 
legislation would be preferable) for such oases e 
but that-, nevertheless the Director oould f 
unde** the broad authority contained in Public 
I*w 110 a apply these benefits in specific 
cases which hi? deems so- warrant. 

¥I~, Action 

rase Jisaacar. 

Extend physical disability benefits,, conform*- 
lag to Veteran °s Administration standards* t© 
Agency employees forced to retire because of 
physical disability suffered while Agency 
employees and not the result of own misconducts 


Comment 

tWKJwwa >ww<sw 

General Counsel considers that spec if is 
legislation would be required to implement this 
action* but that relative benefits under the 
civilian and military system should be carefully 
'Studied before recommending legislation o 


Wot© * A study by the Task Force,,, now under consideration 
by the Senior Review Committee,, entitled ‘’Rights* Privileges 
and Benefits of Covert Employees and Agents” has beers 
discussed generally with a member of the Task Force end 
it is believed that the pertinent policies recommended In 
the Tank Force paper are consistent with the benefits 
covered under this Appendix* 
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APPENDIX R 


GRADUATE TRAINING = CIA INTELLIGENCE SCHOOL 

.n i m iw < U i .' WI W«W aM U t»i .J » » m ' W i . rn ’ V amm t 


This training is for the generalist who may become 
an Assistant Director or a Deputy 3 or for an existing 
Assistant Director or Deputy o 

The purpose of the program will be that of studying^ 
on » joint basis p intelligence doctrine , methodology and 
new directions that intelligence work must taktgo 

Specific intelligence problems may be studied 
exhaustively in the Graduate School by selected graduates 
of the National Mr College, members of the State Depart® 
want 9 other intelligence agencies 9 and the Central Intel® 
ligenc® Agency- 
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